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[bookmark: _Toc534684632]Introduction
The relationship of employees working in an organisation needs to be developed to ensure the healthy and productive working environment in the organisation. The workplace achievement in an organisation also needs to be analysed and the opportunity of achievement can be very effective for the development of the skills of the employees working in an organisation. The behaviour, skills and techniques of the individuals and the organisation need to be developed to ensure the effectiveness of the organisation. Tesco is a private sector employer in the UK and the organisation has more than 360000 employees working in around 12 countries around the world and the organisation develops the individuals in the workplace for the effectiveness of the organisation (Myers and Sadaghiani, 2010). This paper will discuss the benefits to an organisation or individual for the person developing in the workplace, the relevant theories, appropriate framework and provide a comprehensive and appropriate framework for the development needs. 


[bookmark: _Toc534684633]1) Provide a critical assessment of the potential benefits to your organisation and the individual of personally developing individuals in the workplace
There are some requirements that the organisations like Tesco seek for the recruitment of the employees because it is very important for the organisations to seek certain quality and skills in the employees for the effective functioning of the organisation. The required quality of the individuals is called the expectation and the individuals also expect to develop some skills within them so that they can be competitive in the workplace. The expectations and requirements of the people working in an organisation are given below: 
· The safe working environment and the security in the workplace is an expectation of the employees. 
· The security of the job is a requirement.
· The competitive salary and the reward for skills is the expectation of the employees.
· Communication and participation is a requirement in the workplace. 
· Training and development in the workplace is a requirement. 
· Recognition for good work in the organisation is an expectation of the employees. 
Tesco ensures the requirement for the people in the organisation and works to meet the expectation of the people for the effectiveness of the organisation. 
Career is a sequence of the position that is occupied by an individual in the course of a lifetime. The career development and planning are very important for an individual as well as for the organisation. The perspective of the career development of an individual is the career planning and the perspective of the organisation is succession planning. The Holland’s Model of occupational personality types help to administrate people with the guidelines and career pathways and the theory is described below:
[image: Image result for Holland’s Model of occupational personality types]
Figure: Holland’s Model of occupational personality types
Source: (Greenhaus and Callanan, 2012)
Realistic: This type of people prefers to work alone and values the predictability and prefers to work with hands. 
Investigate: This type of people is interested in ideas not in people and this type of people prefers to think creatively and they are an abstract thinker. 
Social: This type of people prefers to work with others or through others and they are not a creative thinker and they are suitable for the helping professions (Altaf and Awan, 2011). 
Artistic: This type of people is creative, single-minded and they want to express themselves with their works. 
Enterprising: This type of people is controlled and has a clear vision for the goals and they prefer to control others. 
Conventional: This type of people is focused on details and is not interested in people and they prefer to work in a structured setting. 
This model will help an individual to identify the type of personality of the person and it will also help them to develop a proper career plan for them as the stress of work comes from not liking the jobs. The process will help people to develop a career plan and the personality of the person will help them to pursue a less stressed and interesting work for them. 
The management of the career development of the people is very important and the career development process needs to be revised by the people and the process is given below:
Career planning:  The first step of the people is to identify the interests and then plan the career. The career planning of the people helps them to develop the skills and the skills will help them to become successful in professional life. 
The career cycle: There are several stages in the career of a person and the career cycle needs to be understood by the people for the development of the career and the development of the career will help the person to pursue next stage in the career (Petchsawang and Duchon, 2012). 
Changing ideas about careers: The works of a person can be stressful and the interest of the person about the career can be changed. The career development helps an individual to identify and pursue the true career of a person. 
Current issues in careers: The career development help an individual to manage the current issues in the career of an individual and the development of the career partially depends on the handling process of the current issues in careers. 
The managing of career development of people needs to follow the following steps: 
Identifying individual goals: The first stage of managing the career development of an individual is to identify the individual goals of the person. The individual knows about the preferences and the interests of workers and the process are very crucial for an individual to clearly identify the goals or aims in life. The goals of an individual shape the career development of the person. 
Access personal strengths and weakness: It is very important for the individuals to access the personal strengths and weakness and the SWOT analysing of the self-evaluation help an individual to understand the strengths and weaknesses of the person. The person uses the strength to manage the career development plan and the plan also helps the individual to transform the weaknesses into strengths. The strengths and weaknesses of a person help to understand the position of the person and the development plan can only become effective if the person conducts a SWOT analysis to determine the strengths and weaknesses. The SWOT analysis plays a very important role in shaping the career development plan of an individual. 
Determine the path of reaching the goals: It is very important to determine the path of reaching the goals of an individual and the individual understands the requirements to achieve the goals. The process helps the individual to develop the career development plan and manages the plan to meet the requirements to reach the objectives of the person. 
Obtain information about career requirements: The information about the career requirements and the findings of the requirement is a must for an individual to develop a proper career development plan. Information is power and the information about the career is very important as the information of the career help an individual to understand the requirements of the career (Blustein, 2013). The requirements and the information about the requirement for the desired career help an individual to develop a proper career plan to meet the objectives. 
Compare personal resources and career requirements: The next step is to analyse the resources of the person and the understanding of the resources of an individual is a must to compare with the career requirements. The career requirements need to be compared with the personal resources of an individual and the process help to develop and manage the career of the person. 
Take steps toward a goal: The final stage is to develop a proper career plan and take steps toward the goal and the process help an individual to meet the objectives. 
This process is very helpful for an individual to develop the personality and the process is beneficial for the person as well as the process is beneficial for organisations like Tesco. The organisation gets skilled employees to run the organisation successfully if the development of a person occurs in the personal level. 
The individual strategies for managing careers help to manage and plan the succession in the workplace and the individual strategies for managing career are given below: 
Skills and interests: The career of an individual is chosen based on the interest but if the skills are not sufficient for the career choice then the individual may end up in failure. The skills and talents are the things in which the individuals are good, but the choice of an uninteresting career might also end up n failure. That is why it is very important to make the decisions of the career on the basis of the skills and interests together and the process will make the work play for the individual. 
Work and family integration: People think that they will keep the family and the work separate but in some point of life the work and the family get clashed. The decisions on the family are made on the basis of the career and the family also influences in the persuasion of the career. That is why it is very important to make the decisions among the partners seriously and the decisions need to be taken on an open mind discussion. The work and the family integration help to manage the success of an individual in the workplace (De Hauw and De Vos, 2010). 
Growth vs. Stability orientation: At some point in the job, people get satisfied with their job, but the market is changing because of the use of technology and the change in the market. The stability and skill requirement changes in the market and the career plan of an individual needs to be shifted on the basis of growth and stability. The process helps to develop a successful career in the job field as well as it helps to meet new opportunities in the market. 
Independent vs. Sequential career decisions:  The career decisions can be taken independently but the career decisions are not independent at all. The process needs to make sequential career decisions as the decisions taken in the career effects various thing in life. The sequential outcomes need to be analysed by the individual to pursue an effective career. 
The decisions are taken in the personal life and the management of the career help the person to develop the personality of the person and the skills developed in the process also help the person to work effectively in the workplace. The organizations like Tesco also get benefited by the career development of the individuals. 



[bookmark: _Toc534684634]2) Critically evaluate development vehicles available to your organisation and explain the extent to which you think they are appropriate in meeting the development needs of the individual
The organisational strategies for developing employee’s career helps to develop the skills of the individual and the process also help to develop the needs of the individuals. The organisational strategies for developing employees career is given below:
Career information and career pathing system: the organisation provides the career information to the individuals and the individuals get to know about the requirements in the job and that helps the individual to develop the career plan. The organisation like Tesco provides path system to the individuals and the following of the path meets the desired career of the individual. That is how the organisation helps the individuals to develop career plans. 
Skills assessment and continuous training: Tesco provides skills assessment programmes to the employees and the skill assessments help the individual to develop the skills and that shapes the career development plan of an individual. The organisation also provides constant training to the employees and the training helps them to develop the skills and the career plan also gets shaped by the training provided by the organisation (Al Ariss, 2010). 
Career development for the historically disadvantaged group: Tesco operates globally and the organisation also provides a career development opportunity for the historically disadvantaged group around the world. The process helps the individual to shape the career development.
Career counselling for individual employees and career development workshops for the manager: Tesco provides counselling for individual employees and the process help to develop the career of the individuals. The organisation also provides a career development workshop for the managers in the organisation and the managerial skill helps to develop the skills of the employees working in the organisation. That is how organisational strategies help to develop the skills of the individuals. 

The Human Resource Management helps the individual within an organisation to develop the skills and structure of the operation conducted by HR of Tesco help to develop the skills of the individuals. The support structure within the organisation is given below:
Staffing: The recruitment process of the organisation requires quality from the employees so that the organisation can run effectively, and the process also makes the individuals aware of the development needs. Tesco provides information about the requirement for different posts in the organisation and the applicants need to meet the needs of the organisation to get employed. That process compels the individuals to develop the career needs to get employed in the organisation. That is how Tesco help to develop the skills of the individuals (Blandford, 2012). 
Training and development: After the recruiting process in the organisation, the organisation ensures the training and development of the employees. The market is changing and the organisation like Tesco also need to change with the market and to meet the objectives of the origination and it is very important for the organisation to provide training for the individuals in the organisation and the process also help to meet the development needs of the individuals. 
Compensation and benefits: Tesco provides job security and other privileges for the employees in the organisation. The organisation provides compensation and benefits to the employees to the organisation and the process includes motivation and evaluation of the performance. The organisational motivation and the recognition keep the employees motivated in the organisation to meet the individual goals along with the goal of the organisation. The evaluation of the performance ensures reward for the employees and that also keeps the employees motivated to develop the needed skills for both individual and the organisation. 
Labour relations: The HR of Tesco ensures a good relationship among the employees of the organisation. The process needs the development of communication skills and the development of the attitude of the employees. The HR ensures good relation among the employees and that makes a healthy working environment in the organisation. The organisation provides labour relations and the relations help the employees to share the knowledge and it also helps to develop the skills of the employees. That is how the organisation help the individuals to meet the personal development expectations. 
[image: ]
Figure: The Matching model of HRM
The matching model of HRM shows the human resource cycle and the employees working in an organisation is the human resource of the organisation. The matching model selects the individuals in the organisation and performs performance management. If the individual is skilled then the organisation rewards the individual and develops the performance if the individual is weak on the performance in the cycle. The development process ensures ultimate performance in the organisation and Tesco also follow the matching model of HRM to get the best performance from the employees working in the organisation. 
The technique used by Tesco for the supervision and the formal appraisal is given below: 
· Selecting staff: The organisation selects staff to supervise the performance of the individual and the organisation also provides proper training to the individual for the development of the individual and to meet the formal appraisal of the performance of the organisation (Hoekstra, 2011). The selecting staff process is very effective as the process supervises an individual and the process makes it possible to develop the skills of the employee. 
· Motivating people: The motivation of the people helps to develop the performance of the individual and the organisation provides motivation to the employees working in the organisation. The organisation finds out the difficulties of the individual and motivates the individual by providing rewards. The motivation process helps to develop the individual skill of the employees and it also manages the appraisal of the individual. 
· Managing groups: The organisation manages the group to supervise the performance of the employees and managing of the group makes sure about the true skills and efforts of the employees and the process also help the organisation to provide a formal appraisal to the individuals on the basis of their performance (DeNisi and Smith, 2014). 

The method of ensuring fair and objective assessment to Tesco is the people capability maturity model and the model is discussed below:
[image: Image result for people capacity maturity model]
Figure: People Capacity Maturity Model
Source: (Gupta and Kumar, 2012)
The model is also called five staged models and the stages of the models are:
· Initial: The initial process is the ad-hoc people management and the process help the organisation to manage the people in the organisation in the ad-hoc process and the initial process makes sure about the necessary development of the skills for working in the organisation. 
· Repeatable: The disciplined process of the initial stage is the repeatable stage and the stage develops policies for the improvement of capabilities and the improvement of the policies help the process to repeat again and again to check the effectiveness of the policies.  
· Defined: The defined stage ensures the standard people capacity management and the stage ensures standard capabilities of the employees working in the organisation. 
· Managed: The manage stage helps the organisation to manage the capacity of the people working in the organisation in quantitative basis and the stage ensures a large portion of employees and the development of the capabilities of the employees. 
· Optimising: The optimising stage ensures the completeness of the employee’s wrong in the organisation and the process is on an individual basis. The stage also ensures the individual motivation of the employees working in the organisation and the process help to ensure the fair and objectives of the assessment of the organisation (Reichard and Johnson, 2011). 

Tesco use the monitoring by objectives process to evaluate and record the individual feedback and the process is given below:
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Figure: MBO process
Source: (Bouskila-Yam and Kluger, 2011)
The evaluation of the record of the individual feedback is very important for the organisation to develop the techniques to meet the objectives of the organisation. The feedback of the individuals in the organisation help to develop the strategies and the feedback also show the effectiveness of the process to develop the skills and capabilities of the individuals. The process takes place in four stages and the process is given below:
Planning: The planning stage sets the objectives of the organisation, defined results and controls the setting of the process. The process also arranges the employees in the set objectives and the planning is the core process to develop the capability of the employees working in the organisation. 
Monitoring: The monitoring stage ensures the implementation of the objectives and gives independence to the employees in the organisation. The monitoring process also constantly communicates with the employees. 


Performance appraisal: This stage monitors the employee effectiveness and effectiveness shows the development of the performance and the stage also monitors the employee satisfaction about the process. 
Feedback: Then, the process of feedback takes place and the individual’s comments about the effectiveness and the flaws of the process and the process ensure the development of the objectives and the process to ensure the personal capabilities of the individuals working in the organisation. 
The reporting of the performance appraisal is very important for the organisation to understand the development of the strategies taken by the organisation to develop the performance of the individuals working in the organisation. The development of the reporting of the performance appraisal process is given below:
Performance feedback: The reporting of the performance appraisal gives feedback about the performance of the individuals working in the organisation and the individuals get to know about the development of the performance also (Spence and Keeping, 2011.). The organisation keeps the report on the performance to evaluate the development process of the organisation and the performance feedback makes the organisation aware of the effectiveness of the use techniques and strategies in the organisation for the development of the skills of the people. 
Identification of strengths and weaknesses: The report on the performance helps the individuals to identify the strengths and weaknesses. The report helps the individual to develop the skills to increase the strength and decrease the weaknesses. The reporting on the performance of the individual shows the completeness of the employees and that keeps the individual motivated to develop the performance more in the future. 
Causes of performance deficiencies: The report on the performance also shows the cause of the performance deficiencies and the individual working in the organisation can eradicate the causes of the performance deficiencies in the future. 
Tresco follows the above-mentioned process to report on the performance of the individuals working in the organisation and the organisation keeps the report confidential to the others because of the privacy of the individuals working in the organisation. The process helps the organisation to manage the performance of the individuals working in the organisation and the process also help to develop the capabilities of the individuals. The report also helps the organisation to keep a record of the performance appraisal in the organisation. 
[bookmark: _Toc534684635]3) Develop a plan to meet the identified development needs and expectations of an individual
It is very important for an individual to develop a plan to meet the identified development needs expectations of an individual. The plan to meet the identified development needs and expectations of individuals is given below: 
Assess personal characteristics: The next step after the identification of the development needs is access to personal characteristics. It is very important to know and understand the characteristics of an individual to apply any kind of development process. For example, the characteristics of some individuals are adamant, hardworking (Sudin, 2011). On the other hand, the characteristics of not working ability or laziness can also be seen. That is why it is very important to access the personal characteristics to understand if the development of the needs can be obtained or not. If the characteristics are good for the development needs, then the development process needs to be started to get the positive result from the process. 
Determine how and if the goal can be reached: The next plan to achieve the development needs is to determine if the goal can be reached or not. If the goal can be reached, then how can be the goal reached. The SMART analysis will make sure if the goal can be reached or not and the process of how the goal can be reached needs to be designed by the self-evaluation. The learning style, the range of training and opportunities will determine the path to achieve the goal of development needs and expectation. The knowledge and the information about the career, career plan, knowledge management, and performance supervision will help to plan the path to achieve the developer needs and expectations of an individual. The self-esteem, hardworking, obedience, time management, technical knowledge and knowledge management can help an individual to meet the developed needs and expectations (Goetsch and Davis, 2014). 

Take step toward a goal: After determining the path of the goal, the individual needs to take step toward the goal to meet the developed needs and expectation of career development.  It is very important to work for the goals set by the individuals. The start of the development process is very important and the starting of the process determines the next stage. The mentors can help in the process to take the step toward the goal and the supervision and the advice of the mention is very important for the individual to follow. The comparing of the personal requirement and personal resources is very important at this stage. 
Periodically reassess goals and progress toward goals:  This is the learning process to develop the needs as the individual will face many problems while working on the goals. The individual needs to rethink about the process to make the strategy perfect. The strategy to reach the goal needs to be revised and repeated the correction process by the individual to develop the perfect strategy to meet the developed needs and expectations of the individual (Galbreath, 2010). The process needs to aim for sustainability in the development needs and expectations. The periodically reassess goals will aim for the sustainable development of the needs. 



[bookmark: _Toc534684636]Conclusion
This paper has discussed the developing of relationships and the workplace achievement and the paper have discussed various techniques and strategies to meet the development needs of an individual. The paper has also shown how the organisational strategies develop the skills of an individual and the development of the needs is beneficiary for both the person and the organisation. The different techniques and methods used in the paper will help an individual to develop the needs and meet the expectations as well as it will ensure developing relationships and workplace achievement in Tesco.  
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