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[bookmark: _Toc533130021]Introduction
Learning of employee is necessary for managing the work responsibility own position in the workplace(Kadampully et al., 2013). Every employer would search for the better employee suitable for the position to improve the productivity of that position. Not every time, the selected employee would be capable of managing all the responsibility as based on the thinking, culture, values and personal attributes, every employee possesses the different employability skill, the thinking and the opinion where they act differently in the same position in the workplace(Hind and Moss, 2011). For own benefits, the company would train and develop the professionalism of the employees related to the culture of the company. For the betterment and to develop the effectiveness, the employers would look for the options and opportunities for the employees to improve the skills and abilities. Tesco is the largest food retailers in the UK and is operating in almost 12 countries except forthe UK. The company has been developing the opportunities for improving the employees for the validity of the responsibility. This report will discuss the aspects of the development of the management and employees according to the roles and responsibility in the context of Tesco.












[bookmark: _Toc533130022]1) Provide a critical assessment of the potential benefits to your organization and the individual of personally developing individuals in the workplace.
Employers need to have an effective culture to manage the responsibility and the productivity of the employees(Hind and Moss, 2011). While hiring the potential employees for the workplace, the employers need to manage the opportunities to help the employees for the position. The Human resource management of the company ensures that every individual in the workplace gets the benefits of the training for the achievement of the business objectives(McLean and Maylor, 2012). Tesco has over thousands of stores in almost 12 countries. The company has to maintain the vast number of employees for the positions according to the responsibility. The company would develop the training and development programs to develop employability skills of the individual person for the benefits. There are a number of issues and the systems are linked for the development of the employees(Dessler and Valentien, 2016). Tesco uses certain methods and these are given below:
[bookmark: _Toc533130023]1.1 Continuing professional development:
Professional development helps the management of the company to manage and develop the employability skills of the individual and the employees (Kadampully et al., 2013). But the continuous professional development in the workplace provides opportunities to the employers to develop the employment relation and to improve the skills continuously. Most of the time, Continuing professional development manages to train and develop the employees personally for the workplace (Dessler and Valentien, 2016). Thus, the employees are a lot more concerned aboutdeveloping professionalismfor the company. In Tesco, continuous professional development would help the employers to train the employees more personally where the employee relation is more effective and more supportive for the management. At the same time, the employees of the company would get the opportunities to develop own skills more often which develops their career and the future consideration for the post(Cadle et al., 2014). The professional development programs would help the employers to manage the learning of the employees. 
[image: Image result for continuing professional development]
Figure 1 CPD 
Source:(Kadampully et al., 2013)
Continuing Professional Development process ensures that the employees are able to deliver sustainable business performance for the company (Hind and Moss, 2011). The opportunities for developing the individual personally under the system of continuing professional development brings the benefits to the company (McLean and Maylor, 2012). Tesco ensures that the responsibility and the performance are fully managed by the employees with the continuous learning of the employees in the workplace.
[bookmark: _Toc533130024]1.2 Organizational Learning and Training:
Developing any employee personally in the workplace would benefit the company in different ways (Kadampully et al., 2013). The organizationwould develop the productivity of the employee for the sake of the company. The apprenticeship is the first training approach that helps the new employee to train under the observation of the supervisor. The apprenticeship provides the help and the benefits to the employers to teach the employees according to the need, roles,and responsibility (Dessler and Valentien, 2016). The organizational learning through apprentice would help the employees to identify and learn the culture and the system of the company far better. Tesco ensures that every employee is given the opportunities for the apprenticeship to at-least gain the knowledge of the culture and the workplace(Moran et al., 2013).Every person has own preferences based on the preference and ability to learn. Thus, the training for the individual in the workplace will help the employee to develop own personal and professionalskills for the responsibility (Aras and Crowther, 2012). Even the learning from the training would help the employees in Tesco to link with the preferences of the individual. Basically, an organization like Tesco can have the benefits ofdeveloping the opportunities to the employee for own development of the skills and the professionalism. With the help of training in the company, the individual can relate to the organization’s culture and system for managing own learning as well.
[bookmark: _Toc533130025]1.3 Continuous Learning opportunity:
The continuous learning and professional development in the workplace would ensure the employees have the options for learning continuously from the employers and the managers (Hind and Moss, 2011). These learnings lead to the professional sustainability of the employeesin the company. The sustainable business performance in the company relates to professional development and the continuous learning of employees. Tesco manages to integrate the employers and employees in the workplace by developing the individual with the factors. The individual and theemployees have the opportunities to develop the career with the updated knowledge from the management(McLean and Maylor, 2012). In Tesco, the employers manage the system and the methods of the continuous learning and the professional development plan. The employees of Tesco can identify their strengths and weakness based on the role and responsibility. At the same time, the employees would be able to develop the continuing learning and the professional development for the career (Aras and Crowther, 2012). Tesco would be more concerned for the development of the employee’s professionalism.
[bookmark: _Toc523177751][bookmark: _Toc531804886][bookmark: _Toc533130026]1.4 Fiedler’s Contingency Theory:
[bookmark: _GoBack]Contingency theory refers to the system of managing the situation for the workplace where the employers or the employees would work together with the recent and emerging trends (Kadampully et al., 2013). According to this theory, the employers of Tesco manage the changing situation whereas the employees are empowered by the company to manage the situation. Based on this, the employees would be able to develop the learning for the position while managing the workplace situation.


[image: Image result for fiedler Contingency Theory]
Figure 2 Contingency Model
Source: (Hoffman & Woody, 2013)
According to the contingency theory in the workplace, both employers and employees in Tesco are free to use the innovative approach(Hind and Moss, 2011). The employees will search for the objectives. Every single day the employees of the company are able to learn from the situation and they can engage in the management(Hoffman & Woody, 2013). Thus the employees of the company would focus on the learning based on the role and responsibility while being more professional towards the activities. 
[bookmark: _Toc533130027]1.5 Management by Objectives
Every employee needs to have the floor to manage the learning and the opportunities to engage in the management(McLean and Maylor, 2012). Management by Objective implies to the system and the part of the theory where the leaders and employees work together and make decision-based on the situation in the company. For managing the employee engagement and the development of the employees, management by objective would work best according to the situation of the market(Kadampully et al., 2013).According to management by objective, Tesco would be able to flexible business culture accepting the innovative approach of the employees and motivating the employees for the better performance in the workplace. The employees can have the opportunities to work with the leaders closely and they can learn from the mentors and the leaders for the managerial work in Tesco. Thus, the communication would develop and the employees would be able to be developed by the mentors personally which result in the effectiveness and benefit for both to the employers and employees(Dessler and Valentien, 2016).With the help of the system of developing individual in the workplace improves the potentiality of the employees more effectively(Aras and Crowther, 2012). At the same time, the employees of every management level in Tesco are given chance to prove the worth for the position and the role in the company.
[bookmark: _Toc533130028]2) Critically evaluate development vehicles available to your organization and explain the extent to which you think they are appropriate in meeting the development needs of the individual.
Every company needs to have the objectives to manage and develop the performance of the employees(Hind and Moss, 2011). Human resource management of the company manages the employees according to the business objectives. The employees are the main resource that should be developed with the right technique.  Managing the employee’s effectiveness in the company would require certain methods and development vehicles(McLean and Maylor, 2012). In Tesco, managing the employees under the observation of Human resource management would beeffective when the company is able to manage and use the right vehicles to meet the development needs of the employees.
[bookmark: _Toc533130029]2.1 Examining the expectations and requirements of people.
Every employee has a different preference and the learning choices(Dessler and Valentien, 2016). The preference of the employees in the workplace would develop the need of requirement from the training. Based on the need and the expectation, the company should deliver the right training system for the employees (McCarthy and Jerome, 2011). Tesco has focused on the expectation of the employees through the identification of the employee’s review and the system. Before planning for the training and development programs, the employees in the Administrative level would provide feedback to the employees for the performance(Moran et al., 2013). At the same time, the company would evaluate the performance of the employees to identify the outcome of the employee’s performance for the required training and development in Tesco.
[bookmark: _Toc533130030]2.2 Managing the career development of people.
Before managing the decision of the career development of the people, Tesco needs to develop the HRM practice and the applications for the employee and the workplace. Certain effectiveness of the HRM practice for the career developments are given below:
The effectiveness of Training and development program 
The employers need to help the employees to focus on the training and development programs as these programs in any company would help the employee to develop the employability skills and the performance in the workplace (Kadampully et al., 2013). The employees of the company can focus on the effective and necessary set of session and training and development programs based on the roles and position and development need of the employability skills in Tesco. But the employers and employees may face the problems of training and development programs with the employee morale and the harmful competition among the employees (Moran et al., 2013).Thus the training and development system needs to managed properly. 
Career management
Career management in the company will help the management to motivate the staffs and employees (Hind and Moss, 2011). Even the career management would recommend the employees for better performance while identifying their strengths and weakness referring to their need for their professionalism in the career(McLean and Maylor, 2012). But in a certain time, the employers in charge of the career management in Tescocan create the pressure on the employees for managing the role and developing the responsibility for the employability skills.

[bookmark: _Toc533130031]2.3 Performance Appraisal
The performance appraisal in the company would help the employees to manage the performance under the HRM (Kadampully et al., 2013). A performance appraisal would define the systematic approach in the company and periodic process for the employers assessing and investigating the behaviors, performance and the productivity of an employee(Dessler and Valentien, 2016). The performance appraisal in Tesco would help the employers to identify the necessary for the objective in relation to the pre-set criteria performance management andsuccessionplanning. For the better performance of the company, Tesco has already determined and established the performance appraisal to evaluate the performance of the employees and these are given below:
Management by objectives: 
Employee’s performance can be developed through the integration with the employees in the workplace(Moran et al., 2013). Management by objective can develop the integration andinteraction of performance appraisal which is cost effective for the employers in the company.Tesco has set the objectives and goals where the performance appraisal helps the company to use the measurement criteria for the evaluation. 
360 Degree Feedback: This performance appraisal in the company would increase the monitoring and measuring system of the performance(Aras and Crowther, 2012). According to this method, the employer of Tesco will get the feedback from every stakeholder in the workplace where the individual could be anyone during the working hours. This feedback will be used for the performance appraisal method of Tesco to manage the performance of the employees. 
Trait Focussed Appraisals: 
The performance of the company would be managed under the different performance appraisal. The trait focused performance appraisal technique will help the employer to reinforce the powerful work ethics for the employees(Kadampully et al., 2013). This technique in Tesco would help the management and the employers to consider all the attributes to motivate the employees by collecting the feedback of the employee’s performance form the different source. 
[bookmark: _Toc533019009][bookmark: _Toc533130032]2.4 Implementation of Performance appraisal
The implementation of the performance appraisal would require the certain stages and the system by the management(Hind and Moss, 2011). According to the system, Tesco ensures that the top level management and employers develop the smart goals for the employees. 

Figure 3 Implementation of Performance Appraisal 
Source: (Kadampully et al., 2013)
Based on the weakness of the employees, Tesco would develop the performance objectives. The employers of the company would develop the tools and training and management approach for achieving performance objective(Moran et al., 2013). After the given period, the performance objectives would the evaluated.
[bookmark: _Toc533019010][bookmark: _Toc533130033]2.5 Performance objectives and Management
Performance management is the essential part of the company managing the system of measuring, evaluating and controlling the workplace behaviors and performance of the employees according to the organizational objectives (Hind and Moss, 2011).Performance management of Tesco depends on the performance of the employees. In Tesco, certain activities are used for performance management. These are given below:
Clear Communication: Communication needs to be managed in the workplace for planning and organizing for the performance management (McLean and Maylor, 2012). According to communication, employers in Tesco would be able to interact with employees to manage the performance 
Collaboration working: For the performance management, the Collaboration working increases the performance of the company (Dessler and Valentien, 2016). Tesco ensures that the collaboration working approach is used in the team for developing the performance management for the high performance working practice among the employees. 
Performance monitoring and reviewing: Performance management ensures that the effective monitoring and reviewing of the Performance of the employees (Moran et al., 2013). The performance management needs to maintain the monitoring and reviewing system in Tesco to analyze the performance objective and the effectiveness of the employees. 
Performance objectives refer to the set of target and milestones to accomplish the goals of the company (Kadampully et al., 2013). The Performance Objectives should be developed for the succession planning and managing profitability. In Tesco, the certain performance objectives are discussed below:
Customer-Focused Objectives: The profitability of the company relates to the customer’s service and the customer’s satisfaction (Jackson et al., 2017). The better customer-focused objectives would help the employers to focus on the development of the performance and communication in the workplace. Tesco always provides better products to fulfill the demands of the customers. For managing the objectives, the employers of the company would develop the expected objective of the quality of customer service for the employees in Tesco.
Financially Focused Objectives: 
Profitability is the first choice for the company to manage the financial resource(McLean and Maylor, 2012). Financial goals should be developed in the company to manage the growth of the company. Growth projections include the ability of the employees to develop the performance and sales goals (Puri and Chand, 2011). The employees and employers of Tesco manage to value the customer’s service for the high profitability in the market.
Employee-Growth Objectives: The employee’s growth of the company is relevant to the career-oriented system and the key performance objective s(Dessler and Valentien, 2016). The employers of Tesco would develop the development programs for the employees to relate to the current or the aspiring positions in the workplace.
[bookmark: _Toc533130034]2.6 Employee relation and succession planning.
Employee relation is the essential item of the company to maintain the relationship between the employee and the employers (Moran et al., 2013). The employee relationship is the working and professional relation happening during the appointment and the employment. The employee relation in the workplace is the professional and mostly the relevant contractual relationship of the employer and in the company (Aras and Crowther, 2012). Human resource management in Tesco has the responsibility and ability to maintain the employee relationship. The employee relation in the company would help the management to maintain the loyalty and the effectiveness of the employees. At the same time, Tesco manages the succession planning with a better employee relationship to motivate and encourage the employee for the performance. There are certain Strategies for employee relations used by the employers in the company. The strategies are given below:
Culture: Business culture carries the value and the principles of letting the employer develop and maintain the employee relation (Ida et al., 2011). Tesco has always maintained the flexible business culture to manage the operation and the production of the company.
Communication: The communication in the workplace between the employer and employers would increase the employee relationship (Kadampully et al., 2013). The employee relationship in the workplace of Tesco has helped the employers and employees to maintain the development of the employability skills. 
Decentralization: The employees would prefer the authority according to the responsibility (McLean and Maylor, 2012). The HRM practice in the company should let the management and employer empower the authority to the employees for the responsibility for developing the employee engagement, competitive advantages, and sustainable business performance and employee relation in Tesco.
[bookmark: _Toc533130035]2.7 Support structures within the organization.
The organizational culture of the company would play an effective part handling the opportunities for the employees (Dessler and Valentien, 2016). To help the employees for the development of the employability skills, Tesco needs to manage the workplace environment to support the employees. These are given below:
Job analysis and work design: The job analysis and work design in the management would develop the understanding of the chain of command and authority of the employees to make them more concerned and clear about the responsibility according to the role and the expected performance according to the business objective (Cadle et al., 2014). Tesco needs to manage the job analysis and workplace design in the functions for helping the employees to develop the performance. 
Training and development: Developing one’s learning and the employability skill, the company must provide the options and the environment for the employees(Aras and Crowther, 2012). Employees of Tesco need to be trained according to the expected performance, career objective, culture, and business policies. 
Based on the different preference of the employees and the need of the employability skills, the company should develop the Training and development programs for the employees to help the employees to achieve the business objectives (Ida et al., 2011). At the same time, the employees of Tesco would be more proficient to maintain their career for future employment.
Legal and regulatory framework: The support from the organization needs to be managed for the delivering opportunities (McLean and Maylor, 2012). The employers and employees of the company should maintain and follow the rules, and regulation where Tesco would develop a suitable framework for managing their responsibility. The legal and regulatory framework in Tesco would help the employees to maintain responsibility while developing the career and employability skills















[bookmark: _Toc533130036]3) Develop a plan to meet the identified development needs and expectations of an individual.
[bookmark: _Toc533130037]3.1 Skills Audit
For the development of the career and the employability skills, one should be able to identify own worth and effectiveness(Cadle et al., 2014). Skills audit helps an individual to identify the skills that the person possesses and skills that the person needs for the achievement. As an employee, I need to develop my own skills to get a better position in Tesco. For establishing the development needs, I prefer to develop my skills audit for the identification. The skills audit of mine is given below:
	Skills that I have 
	Ratings 

	Communication skills
Interaction and negotiation skills
Interpersonal skills
Organizing skills
Management skills 
Team working skills
Team and diversity management skills
Leadership skills
Motivation skills
Technical skills
	

	Skills that I need to develop 
	

	Problem-solving skill
 Decision making skills
Adaptability skills
Self-management skills
Time management skills
Customer’s service skills
Diversity management skills
	



[bookmark: _Toc533130038]3.2 The personal and professional development plan
Personal and professional development plan would help the individual to work on the certain skills to meet the requirement (Hind and Moss, 2011). The employability skills of one would be developed under the strategies and the practice of the individual. I am looking to develop my skills and personal and professional development plan would help me to improve my employability skills. This is given below:
	Professional skills and knowledge
	Expected results
	Implementation  of the activities  
	Expected results
	Period   

	Customer service skills
	For the better customer’s service, I will be able to manage the customers at any point. At the same time, I will be able to determine the expectation of the customers to manage the demands of the customers. I will be able to communicate and interact with the customers through customer’s complaints
	Training and development programs, practice and suggestions from the mentors.
Learning and source.
	I can identify and determine the interaction and customer’s service in the workplace.
I can manage the complaints of the customers.
	10 months
Review date 31 October, 2019 

	Diversity management skills
	· I will be able to manage the diversity in the workplace. I will be able to interact with the team while working with the team
· 

	Training and development programs, working with the employee and the different teams, practice,and recommendation from mentors
	I can manage the team working. I can maintain the relationship with the employee and the various team in the workplace 

	1 year
Review date: 31 December, 2019

	Adaptability skills
	· I will be able to manage my emotion while adjusting in the difficult situation by developing the workplace behaviors
· 
	Training session and development programs
Learning and practice, learning from observation.
	I can maintain a difficult situation. I can adjust in the difficult and changing situation in the workplace.
	2 years
Review date: 31 December 2020



For the professional skills development, the skills audit and the PPD would help any individual in the career developing (Ida et al., 2011). As an employee, I needed to identify my development needs to focus on the better strategy for improving my employability skill. Skill Audit and PPD have helped to improve my skills and ability for the future career consideration.


[bookmark: _Toc533130039]Conclusion
Every employee prefers the better position and the career in the company. Learning of employee will help the individual to manage their worth and the strengths while performing the work responsibility in the workplace (Hind and Moss, 2011). Every employer needs to identify and determine the strengths and weakness of the individual according to the position to improve the productivity of the employees in the company. Based on the learning and the background, every employee possesses the thinking, values and personal attributes and employability skill for the position (McLean and Maylor, 2012). Managing the learning of the employee, the organization needs to provide support to the employees. The support from the company would help the employees to be trained and to develop their own career and professionalism for the desired position (Cadle et al., 2014). As is the number one retailers in the UK, Tesco has to manage the effectiveness of the employees while ensuring the options and opportunities for the employees to identify their skills to improve the abilities. Tesco has been developing the need for the continuous learning and development programs to develop the effectiveness of the individual for improving the performance of the employees in the workplace.
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