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[bookmark: _Toc67204383]Introduction 
Employee training represents the significant program designed for the education and learning of the employees to increase the technical skills, value, knowledge, and efficiency (Nottingham and Akinleye, 2014). Also, the scopes of learning from the organisation help the management to influence the job satisfaction of the employees. The organisations cannot deny the need for training and learning for the employees to develop their achievement and success of the business. Sainsbury’s is the second-largest chain of supermarkets in the UK while competing against Asda and Tesco. The company has a 16.0% share of the supermarket sector. With diversified service, Sainsbury's Supermarkets Ltd has gained more reputation in the markets. The company has thousands of employees in different branches (Zeggelaar et al., 2020). Managing the employees with career development growth and achievement, the management of Sainsbury's has been giving training and development programs. This report will focus on vehicles used by Sainsbury's for learning and skills of the employees in order to improve their productivity and success in their career. Also, the personal skill development plan for the given position will be discussed in the later part. 






 
 


[bookmark: _Toc533130028][bookmark: _Toc67204384]1. Critically to evaluate development vehicles available to your organisation, to explain the extent to which you think they are appropriate in meeting the development needs of the individual.
Development needs of the individuals in the workplace differ based on their position, skills, achievement, capabilities, and leadership of the company (Borissov and Hellier, 2013). However, the companies are supposed to build development vehicles for the improvement of the career of the employees. Sainsbury's has ensured that the HRM maintains and motivates the employees according to the business objectives and their role in the company. Also, the vehicles are used to meet the development needs of the employees while applying flexible strategies with HR policies (Avidov-Ungar and Herscu, 2019). The management of Sainsbury's has applied some of the management theories while developing vehicles to influence the performance and skills of the employees. Contingency theory is one of them.
Contingency theory is applied in the company where the management or leaders do not have pre-set rules and regulations for handling any issues and situation in the workplace (Zeggelaar et al., 2020). To maintain recent and emerging trends, the leaders identify the variables and impacts on the operation. Sainsbury's has been applying contingency theory that allows the organisation to encourage and match the leadership style linking to the situation.
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[bookmark: _Toc67204396]Figure 1 Contingency Model
Source: (Shirshova and Pototskaya, 2020)
On the other hand, Sainsbury's has been applying other management theories and approaches for employee motivation and skill development. Human relations theory represents the organisational thought and practices of the organisation for the development of worker satisfaction. This is a means of influencing employee productivity with the informal practice (Avidov-Ungar and Herscu, 2019). Sainsbury's has been applying this theory for encouraging them to learn from the situation and to influence their own performance. 
Sainsbury's has been encouraging the leaders and managers to set the goals collectively with the employees. This is the part of the administration and operational management (Bish and Jorgensen, 2016). Hence, Sainsbury's has developed MBO in their management. Management by Objective is the systematic ways of managing operation and management where the leaders and employees set the business goals and objectives collectively (Nottingham and Akinleye, 2014). The employees are engaged and empowered which gives options to the employees for their skills and learning development. Employee engagement is necessary at some point to bring effectiveness from the employees (Ions and Minton, 2012). Within a flexible business culture, Sainsbury's has been able to influence the employees for better performance while being engaged in the workplace. 
[bookmark: _Toc533130029][bookmark: _Toc67204385]1.1     Examining the expectations and requirements of people.
Different employees within different roles and responsibilities have different expectations to achieve and different requirements for the position (Zeggelaar et al., 2020). The leaders are supposed to examine the expectation, preferences, and learning choices of the employees to develop the needs requirement. Sainsbury's has monitored the performance of the employees and teamwork. This has helped the organisation the weakness and strengths of the employees (Shirshova and Pototskaya, 2020). At the same time, the leaders are directed to get direct feedback from the employees in relation to their needs and the expectation for career and talent management. When it comes to the identification of the employee’s expected career growth, communication should be given priority in the first place (Borissov and Hellier, 2013). For the identification of the employee’s review, the Administrative level in Sainsbury's has created two-way communication and collaboration process under the MBO system.
[bookmark: _Toc533130030][bookmark: _Toc67204386]1.2     Managing the career development of people.
Career development of the employees in the workplace is related to their role, skills, leadership, teamwork, supports from the management, culture, and training (Norman and Jerrard, 2015). To compete against large successful industries, Sainsbury's cannot ignore the impacts of career development for the employees. Sainsbury's has given more priority to training and development programs compared to career and talent management. They developed on-boarding and off-boarding training for the employees for improving their performance in the workplace and for encouraging them to work on their skills and learning. However, training and development programs only allow the employees to learn what the company needs, not what the employees need (Bish and Jorgensen, 2016). In this sense, in some cases, the career would not be developed within only the application of training and development programs (Avidov-Ungar and Herscu, 2019). Hence, Sainsbury's has been giving resources and supports to career and talent management for improving diversified skills of the employees and their career with lots of options such as teamwork, project-based work, functional activities, and so on. 
[bookmark: _Toc533130031][bookmark: _Toc67204387]1.3 Performance Appraisal
A performance appraisal represents the system of monitoring and reviewing the employee’s performance and contribution to the company (Nottingham and Akinleye, 2014). This can be an effective technique for the company for assessing employee's job performance and overall contribution which leads to the development of career and learning programs for the employees. The leaders of Sainsbury's have invested their time in performance appraisal for assessing and investigating the behaviours, actions, contribution, and performance of the employee. For achieving the business objective and developing training programs, the company can rely on performance appraisal (Borissov and Hellier, 2013). On the other hand, the performance appraisal can be related to biasness in the company. Hence, Sainsbury's does not only rely on the performance appraisal. They have been following MBO approaches while accepting performance appraisals. This can help any organisation to approach a cost-effective system for the performance appraisal as already the leaders engage the employees and can assess the contribution of the employees in the workplace (Shirshova and Pototskaya, 2020). Apart from that, Sainsbury's has been applying the 360 Degree Feedback process under the performance appraisal. This process can help the leaders and employees to identify their own performance while assessing the feedback of everyone (Zeggelaar et al., 2020). This has helped Sainsbury's to engage their employees to collect their peer evaluation reports for identifying the areas for improvement and developing skills as well. 
[bookmark: _Toc533019009][bookmark: _Toc533130032][bookmark: _Toc67204388]1.4 Implementation of Performance appraisal
The leaders of the organisation play the role of the pioneer of the implementation of the performance appraisal (Norman and Jerrard, 2015). Hence, they need to maintain communication with employees and top-level management and this requires the development of smart goals and resource planning in the workplace.


[bookmark: _Toc67204397]Figure 2 Implementation of Performance Appraisal 
Source: (Nottingham and Akinleye, 2014)
Each stage requires proper understanding of the employers for managing the effectiveness of performance appraisal (Ions and Minton, 2012). In the 1st stage of the implementation, the leaders of Sainsbury's have paid attention to the weakness of the employees and to engage the employees. They developed the performance objectives collectively with resource planning (Borissov and Hellier, 2013). The leaders and managers need to bring the right resource, tools, and facilities for the employees to succeed in the activities. Training and development programs, performance appraisal, teamwork, and leadership have been developed in Sainsbury's for achieving performance objectives. Monitoring and controlling processes are developed and the performance of the employees is evaluated through the performance standards and objectives. 
[bookmark: _Toc533019010][bookmark: _Toc533130033][bookmark: _Toc67204389]1.5 Performance objectives and Management
For the management of vehicles to work with employee’s skills, the organisation needs to build proper performance management and performance objectives (Avidov-Ungar and Herscu, 2019). Performance management is the system of measuring, assessing, examining, evaluating, and controlling the performance, skills, actions, and workplace behaviours of the employees. In this situation, the company is supposed to develop performance objectives and performance standards at first (Shirshova and Pototskaya, 2020). Sainsbury's has been following 3 types of performance objectives for their performance management in different cases and situations. Customer-Focused Objectives are followed by Sainsbury's in order to fulfil the demands of the customers through product and service development. The customer-focused objectives require the development of the performance which relates to the employee’s productivity to fulfill the demands of the customers (Zeggelaar et al., 2020). In this situation, the employees of Sainsbury's are directly communicating with the employees to get an idea about their preferences for improving organisational performance. Financially Focused Objectives are used in Sainsbury's for using the financial resource and developing business profitability. Every company strives for business profit and financial performance (Norman and Jerrard, 2015). Hence, Sainsbury's has been applying growth projections while improving the skills of the employees and for developing the customer’s service. Employee-Growth Objectives are followed in Sainsbury's for the employee’s growth within a career-oriented system. This is one of the main key performance objectives where the training, career development programs can develop the growth of the employees (Fergusson et al., 2019). Training, development programs are developed in Sainsbury's for the employees where they are encouraged to work on their own issues and requirement for productivity and career. 
[bookmark: _Toc533130034][bookmark: _Toc67204390]

1.6 Employee relation and Succession planning
The employee’s career, job satisfaction, motivation, and learning are highly related to employee relations in the workplace (Nottingham and Akinleye, 2014). This is another part of HR policy that indicates a relationship between the employee and the employers for the organisation. Sainsbury's has always managed good employee relationships with the working environment, supports for the employees, and working and professional relation among the employees.
A good employee relation can influence the thinking of the employees towards the employers and organisation (Borissov and Hellier, 2013). The loyalty among the employees can be higher if they are treated fairly under the employee relationship. Sainsbury's has been following employment legislation, equality, and health safety work act while fulfilling the right of the employee (Shirshova and Pototskaya, 2020). In the meantime, they maintained proper contractual relationships while managing the responsibility and ability of the employee to maintain their performance.















[bookmark: _Toc533130036][bookmark: _Toc67204391]2.  To develop a plan to meet the identified development needs and expectations of an individual.
[bookmark: _Toc533130037][bookmark: _Toc67204392][bookmark: _GoBack]2.1    Skills Audit
I have been working as Assistant HR Manager of Sainsbury's and I am looking for the post of HR manager in London branch of the company. For the development of the career, I need to work on my skills and learning. The employees need to focus on their weaknesses and limitation which can impose threats to employability skills (Ions and Minton, 2012). Identification of own worth and effectiveness can allow the individual to bring changes to their skills and learning. I chose to work on my skills, knowledge, and capabilities. Thus, my skills audit is represented below:
	Skills that I have 
	Ratings 

	Communication and Interpersonal skills
Researching skills
Negotiation skills
Observational skills
Presentation and Technical skills
Organising skills
Management skills 
Team working skills
Leadership skills
	4
4
4
3
4
3
4
3
4

	Skills that I need to develop 
	4

	Problem-solving skill
Decision making skills
Time management skills
Adaptability skills
Self-management skills
	2
3
2
2
2




[bookmark: _Toc533130038][bookmark: _Toc67204393]2.2 The personal and professional development plan 
After assessing the weakness and limitations, the individual needs to work on their skills within routine and resources. A personal and professional development plan helps the individual to develop a whole approach and planning for meeting the needs (Nottingham and Akinleye, 2014). As I need to work on my skills and learning, my personal and professional development plan for the chosen position is as follows:
	Professional skills and knowledge
	Objectives and Activities 
	Expected results
	Period   

	Problem-solving skills
	For the development of problem-solving skills, I will work with the team and mentors. I will practice and will be a part of training and development programs. 
	I can easily assess the reasons for problems and can make a solution for the problem.
	10 months


	Decision-making skills
	· This skill will allow me to make the decision for my performance, profession, and position in the workplace. I will rely on practice and learning from mentors.
	I can make the decision for the company and employees. 

	10 months

	Adaptability skills
	· This skill will allow me to adjust to pressure and difficulties. I will practice and observe others for these skills. 
	I can adjust to the situation while managing pressure and responsibilities.
	12 months   

	Time management skills
	· This skill will allow me to utilise time. I will use time management strategies and routine.
	I can utilise my time for the profession and performance.
	1.5 years

	Self-management skills
	· This skill will let me act professionally while controlling my action and behaviour. I will practice and learn from my mentors.
	I can maintain my professional behaviour and action in the workplace.
	2 years


[bookmark: _Toc67204394]Conclusion 
Skills development of the employees is linked to their career and talent management of the organisation. Business organisations need to bring different learning vehicles and supports for the employees in their growth. This can develop the business growth of the organisation as well. Sainsbury's has chosen to work on their training and development programs while engaging the employees. The empowerment and motivation are developed recently in this pandemic where the employees are given both financial and emotional supports by Sainsbury's. The career development options developed by Sainsbury's have helped the employees to perform their best for achieving the business objectives and success. However, Sainsbury's needs to work on more techniques and development processes for the employees to improve their updated knowledge and skills for the profession. This required a learning culture, continuous improvement, and a combination of performance management approach.
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