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[bookmark: _Toc150527539]Introduction
In the present business world, HRM has been one of the most critical and emerging functions of the business. With time, firms have identified a wide range of advantages which performance management systems within the organisation can have in the organisation. The study will point out the highlights of the professional development plan and the performance appraisal tools and technology of Tesco which is the largest supermarket chain in Britain (Tesco PLC, 2023). The business specializes in selling clothing, groceries, food range, household products, accessories and more.
The report will focus on outlining and evaluating the development vehicles in Tesco which are associated with performance appraisal techniques and tools. In addition, it will also evaluate the effectiveness of these elements within the organisation. Further, the study will also examine the elements in terms of satisfying and identifying the development needs and requirements of the employees to fulfil both the requirement of organisational success and individuality. 
The study will continue by outlining the constructive professional development plan by outlining five main objectives for Tesco is relation to feasibility, acceptability and suitability to meet the expectations and development needs of the individual employees.
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[bookmark: _khkd0t4rql00][bookmark: _Toc150527541]a) Performance appraisal tools and techniques at Tesco
As per the opinion of Woods (2022), Tesco the performance management system ensures that meets the business goals and objectives by meeting the requirements of the employees. Performance management tools and techniques are generally strategic tools and techniques that contribute to business focusing on the organisation and employees as a whole. The management of Tesco also believes in promoting the most effective performance management system. In Tesco, the performance management system is generally composed of group and individual performance, competencies objectives and strategic goals for the business. To promote effectiveness towards performance management, an integrated training facility is one of the important aspects. This contributes to offering crucial trained-based responsibilities and status to the employees which can be effective for obtaining the goals and objectives of performance management.
360-Degree Appraisal: This is a performance appraisal technique which Tesco utilises to understand and gain insight regarding the performance of the employees. In this approach feedback and review are generally provided by colleagues, supervisors and managers. This system enables the employers and the supervisors to provide feedback to their higher manager and manager. This method is not only beneficial for the higher management and employees to gain insight regarding their performance but also contributes to enhancing team effectiveness and performance.  This method also facilitates the transmission of constructive evaluation, suggestion, improvement and input. Feedback mechanisms can be taken in different forms in terms of performance evaluation, feedback sessions, peer review and surveys. Feedback mechanisms can also support promoting improvement within the organisation, fostering growth and continuous learning and development which is crucial for the development of the employees and enhancing the operation of Tesco.
However, they can also provide certain drawbacks in terms of minor negative feedback and reviews can impact the morale and satisfaction of the employees which can lower their productivity (Wright, 2022). In addition, in the presence of survey biases, employees may also receive false information, feedback and reviews regarding themselves which can hinder their reputation and productivity to meet business objectives and aims.
Performance improvement plans: It is one of the appraisal methods in which a systematic plan is constructed to improve the performance of the employees. This plan clearly outlined the area of development which is necessary for fostering the skills and development of the employees (LaBonte, 2023). In addition to meeting this goal, Tesco also sets realistic goals in which any practical steps can support the employees to obtain the requirements improvement. Further, this includes development and training which the employees need to foster and identify skill deficits. However, if the employer or leader sets and utilises impossible and unfair practices as an element of the performance management system can result in termination or can also lead to legal actions against the employers. In addition, many of the team and the employees may feel a lack of motivation and stress which can hinder the communication between upper and lower management and can affect the morale of the organisation as well.
Management by objective: It is an appraisal method in which the employee and the manager together organise, communicate objectives, plan and identify important elements to keep the main focus during the particular time of appraisal. This includes setting clear goals, discussion of the appraisal method and progress made to debate and control the feasibility of obtaining those set goals and objectives. Management by objective is utilised to match and meet these objectives of the organisation in which employees are unable to utilise smart methods for validity objectives (Goel, 2023). Utilising this set of objectives employees are able to review more effectively. These set objectives are generally specific achievable times, time-sensitive, realistic, measurable and realistic. After the completion of the review project during the performance appraisal method team members are reviewed and just by their outcomes. The overall procedure generally lays more stress and complexity in intangible and tangible goals and aspects such as commitment and interpersonal skills. However, the lack of support from the top management and the resentful attitude of the subordinates can be the major drawbacks. This also outlines some of the limitations such as lack of follow-up, poor integration, lack of training and adequate skills and emphasis on the short-term objectives (Varma et al., 2022). Moreover, the overall process of MBO can be a time-consuming and costly procedure in which there may be some difficulties in quantifying the objectives and goals.
Tableau: Tesco also utilises tableau as a data visualisation tool which is generally utilised for business intelligence and data analysis. Disco utilises to be live to understand and evaluate their training effectiveness in a more effective manner. Tableau Tesco is unable to identify the training requirements of numerous employees. Tableau is utilised in the latest go within the customer engagement setter which also demonstrates an understanding of training requirements and return on investment in the learning and development program (Chandra and Malathi, 2022). In addition, tableau contributes to unlocking significant insights which support them in contributing effective learning and development programs for both businesses and employees. Further disco also utilises table a u to evaluate the return feedback and reviews from the attend this training course which contributes to uncovering fundamental information which is utilised to meet employee needs. However, Tableau lacks the feature of automatic refreshment on the report which assists them with scheduling. In fact, tableau does not offer a scheduling option to which the mutual efforts are increased. In addition, this also increases the pressure on the employers or the team to update their information in the back end.
[bookmark: _kqkilin5penr][bookmark: _Toc150527542]b) Constructive professional development plan
	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date 
	Evaluation

	Technological development
	Investment towards technological development and training can be prioritised to improve technological proficiency.
	To improve technological proficiency can encourage personal growth, upskilling and learning for the employees to be more engaged and productive (Mohanty, 2022). In addition, Tesco must be able to prioritise the technical skills of the employees.
	Online training tutorials, digital technologies, mentor and leader support, books, journals, videos, e-learning activities and workbooks.
	10-11-2023
	10-11-2024
	Tesco by developing technology proficiency, the firm can foster technical skills and can also contribute to the business by equipping its employees to gain the capability to deal with the changing technological advancement. In addition, they can also contribute to building the capability to foster customer service, operational efficiency and other business functions in a much smoother and more effective manner.

	Promote Cross-Functional collaboration
	Promoting collaboration culture and balancing focus and collaboration by setting objectives.
	To promote cross-functional collaboration, Tesco can promote regular brainstorming sessions and foster a collaborative environment. This can also include encouraging open feedback, leading by example and practising transparency (Markovic et al., 2023).
	Education and training through e-learning, books, mentor and leader support.
	13-11-2023
	15-06-2024
	Promote Cross-Functional collaboration in Tesco can support leveraging the specialised knowledge and diverse skills of every team member to address difficult problems, obtain better outcomes, solve issues and brainstorm to generate better ideas.

	Customer Service Excellence
	Personalising customer service and promoting positive attitudes and responses to the customers.
	To promote customer service excellence Tesco has focused on a customer-centric approach where Tesco can embrace a positive attitude with effective customer service (Azan and Karimah, 2022). In addition, Tesco can also utilise the feedback and reviews from the customers to understand customers better and improve the service. Further, offering customer management and skills efficiency through training and development programmes can contribute to Tesco's ability to foster customer service excellence (Lucas, 2022). This can improve customer satisfaction which can be a beneficial aspect for the business.
	Journals, videos, e-learning activities, training programs and workbooks
	17-11-2023
	13-07-2023
	Tesco can promote this factor support to equip the employees and team with better knowledge and skills which can enhance their work productivity, boost sales, and foster employees' happiness. In addition, this can also encourage customer loyalty, getting a referral, upselling products and building a strong reputation and culture.

	Fostering Inclusion and Diversity Awareness
	To promote inclusion and diversity awareness, Tesco should be able to use inclusive language, be transparent and accept critical feedback (Bay, 2022).
	To promote inclusion and diversity awareness Tesco can examine the values, climate and organisational culture it can contribute to the business with the ability to evaluate the practices and policies of the organisation to foster diversity and awareness (Allen et al., 2022). In addition, constructing an inclusion chain and assigning employees actions to complete can be beneficial aspects to promote inclusion and diversity. In addition, Tesco can foster inclusion and diversity by promoting honesty and transparency across the team by building a safe environment for open dialogue.
	Education and training through e-learning, books, and mentor and leader support.
	12-11-2023
	12-10-2024
	Tesco by fostering a diverse and inclusive workplace can increase employee engagement and increase the morale and motivation of the teams. This can also foster a sense of belonging and foster an innovative and inclusive culture where the person can bring and share different ideas, perspectives and experiences. In addition, considering the development of this factor can support every team, to provide their valuable and unique contribution (Bay, 2022). This can also support the employees to feel valued and respected as it constructs a sense of belonging and a collaborative work environment.

	Leadership development.
	To encourage building leadership skills among the employees of Tesco, the business must prioritise teaching networking and management skills.
	To foster the leadership skills for the employees business Tesco can promote mentoring sessions which can enable the business to equip the employees with the necessary leadership skills and build roles for future leaders (Allen et al., 2022). Tesco can also foster educational experiences to encourage employees to develop potential leadership skills through educational process and support.
	Online training tutorials, digital technologies, mentor and leaders' support, books, journals, videos, e-learning activities and workbooks.
	13-11-2023
	15-06-2024
	Tesco by developing leadership skills can foster communication skills and inspire hard work which can enable them to set a good example for others. Equipping employees with skills can also support to meet  their requirements in terms of getting knowledge, and skills, lowering mistakes and gaining a good self-image. In addition, this factor can also improve productivity, a better work  environment and the efficiency of the team and the leaders.


Table 01: Professional development plan
Source: Created by the learner
Analysis: The professional development plan above outlines the constructive five which covers five main objectives for Tesco. These elements in terms of satisfying and identifying the development needs and requirements of the employees to fulfil both the requirement of organisational success and individuality. The highlighted constructive development plans outline the objectives such as technological development, fostering leadership Skills, fostering Inclusion and Diversity Awareness, Customer Service Excellence and promoting cross-functional collaboration. By meeting all these objectives Tesco is able to meet the requirements of the employees and is able to incorporate into the mission, values and objectives of the company (Allen et al., 2022). In addition, all these objectives can contribute to equipping employees with skills that can also support them in meeting their requirements in terms of acquiring knowledge, and skills, lowering mistakes and gaining a good self-image. The professional development plan also outlines essential resources to meet and obtain this objective in a much smoother and more effective manner. Some of these resources are education and training through e-learning, books, mentor and leader support.
SFA Matrix
	SFA Matrix
	Strategic Options

	
	Option 1-Fostering Inclusion and Diversity Awareness
	Option 2- Fostering Technological development
	Option 3-Promote Cross-Functional collaboration

	Suitability
	3
	2
	2

	Feasibility 
	1
	5
	2

	Acceptability
	4
	3
	3

	Total
	8
	10
	7


Table 02: SFA Matrix
(Source: Created by the learner)
Analysis: As per the SFA matrix analysis, from the three strategic options such as fostering inclusion and diversity awareness, fostering technological development and promoting cross-functional collaboration, the score of technological development sets the highest score. The reason behind this is that technological development can support employees to complete lengthy and time-consuming tasks more effectively and strategically (Mohanty, 2022). In addition, technological development can also enhance the quality and outcome of the work which can contribute to the employee providing smooth operation and service. This can also support Tesco in fostering employee productivity, satisfaction and morale. Further, technological development contributes to the business by equipping its employees to gain the capability to deal with the changing technological advancement.


[bookmark: _7yfarnp5r2rr][bookmark: _Toc150527543]Conclusion
The study has outlined a wide range of performance management systems and their effectiveness towards satisfying and identifying the individual's development needs for organisational success. The study has also highlighted the development vehicles in a critical aspect in which the effectiveness and drawbacks of the performance appraisal techniques and tools can be seen clearly. In addition, the study has also outlined a professional development plan in a constructive manner in which five objectives for Tesco have been highlighted in relation to feasibility, acceptability and suitability. All clear objectives are set to meet the identified expectation and development needs of the individual. Further, the study has also outlined the suitability feasibility and acceptability analysis to analyse their strategic options and their benefits to employees and the organisations.  Moreover, this factor can also contribute to building the capability to foster customer service, operational efficiency and other business functions in a much smoother and more effective manner.
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