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Task 1
Introduction 
This essay precisely involved insights upon the objectives of the various theories regarding employee engagement, performance management, training and motivation. In this essay, the key perspective would be revolving around the benefits gained by TESCO from the successful application of the development vehicles. Moreover, this essay would further forecast the key benefits that have been received by thee employees for application of the development vehicles within TESCO’s organisational infrastructure. Furthermore, within this essay, the key application of the stated development vehicles would be mentioned in alignment to identify performance improvement of both TESCO and the individuals. 
Brief overview 
The key purpose of this essay is to identify the benefits that have been gained by the organisation TESCO after the successful application of development vehicles like motivation, performance management, employee engagement and training. In this essay, it has been mentioned that the development of the positive working environment during the present pandemic situation would be ensured efficiently. Then the other development vehicle like performance engagement would benefit the individuals to provide an enhanced standard of output at TESCO. Relatively, it could be mentioned that development vehicle of employee engagement would benefit the organisation in retaining the employees for a longer duration and via this similar development vehicles, individuals would receive the key factor that benefits them in remaining committed to the organisation, TESCO.  In this essay, the key concern has been the identification of the various benefits gained by TESCO through the application of the mentioned development vehicles in alignment to the theories that are appropriate and utilised by TESCO within the organisational infrastructure to sought the positive elements adequately. Development of the skilled employee base has been another essential benefit reflected in this essay. 

Critical discussion 
TESCO’s of applying motivation 
According to Jensen (2018), employee motivation involves the encouragement of the workforce to act in a certain way that would enable the organisation to achieve its desired results. The motivated workforce of a firm happens to return products to the company, which happens to be TESCO within the scope of this explored essay. Additionally, for a better understanding of how motivational factors benefit a firm, we will take into account the Expectancy Theory. This theory proposed by Victor Vroom, suggests that a notable employee shall be enthused to put in more endeavours in their chosen workplace. They have confidence that the desired outcome will help the organisation in achieving its targets and in return will provide him/her with rewards, such as timely increments and a hike in their salary (Baraka. and Moussa, 2017).
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Figure 1: Expectancy theory of motivation 
(Source: Porter, 2018) 
In the case of TESCO, it has been identified that Expectancy theory amplified employee commitment when they understood even small their contributions were of importance to TESCO in achieving its goals (Lee, 2019). Employees were appreciated and given bonus and holidays in between financial years. In turn, a positive work environment was sustained which resulted in employees in needing less assistance from executive officers in completing their assigned tasks rather they contributed in counselling the firm with money-saving ideas and in turn when the leading officers communicated with them on a personal level their performance happened to improve. A notable advancement was perceived in their productivity when recreation period and sufficient break intervals were provided between their work hours (Bartz, 2020).
TESCO’s benefits of applying performance management 
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Figure 2: Performance management model cycle
(Source: Peter, 2016)
Management of performance happens to be a continuous up-gradation of performance within an organisation by developing the individual as well as team goals to achieve the strategic goals of the firm, TESCO and in the process, the abilities and skills of its employees are enhanced simultaneously. In the opinion of Frangopol (2019), the performance management model cycle published by Peter Drucker in the year 1954 suggests that goals of employees should be in alignment with the company’s goals though it is not easy to achieve always, this generally helps the complete business. According to Cappelli. and Tavis (2016), planning within TESCO involves employee participation which in turn delivers employee satisfaction and motivation to achieve desired targets. When it comes to monitoring, within TESCO employee performance is measured and feedback was delivered where needed and that ensured TESCO in achieving its goal of sales turnover (Audenaert et al., 2019). In nexus to the support of constant monitoring, the key areas for development have been identified within TESCO and as a result, employees were trained in those areas for professional as well as personal growths. Rating and Rewarding, the new recruitments as well as existing employees were rewarded with timely increments and are recognized and given promotions in the case of TESCO. These methods facilitated TESCO in making a name in the market as employees were efficient to serve consumers (Gould and Donohue, 2020).
TESCO’s benefits of applying Employee engagement 
On studying into the employee engagement within TESCO William Kahn’s work ‘Psychological Conditions of Personal Engagement and Disengagement at Work’ published in the year 1990 cannot be ignored (Imperatori, 2017). It has been analysed the staffs find their tasks meaningful and hence they performed better within their organisation as their psychological satisfaction was being converged. According to Chaudhary (2019), the employees brought their full self to work as they felt safe within the work environment of TESCO as they recognised in case of failed accomplishment they will be provided with another chance. It has also been documented that the staffs are available mentally to perform their assigned tasks. The employees of TESCO view the advocated ethos of the organisation valuable in refining their skills as well (Othman et al., 2018). Thus, engaging employees within our chosen organisation helped them in being committed towards the company’s mission and yielded more productivity in their part as well. Employees of TESCO enjoy a healthy work-life balance as they get abundant opportunities to enjoy quality time with their family. Hence, the organisation takes the help of Family Engagement Strategies as well in attaining its targets (Iqbal et al., 2017)
TESCO’s benefits of applying Training 
According to Miles et al. (2016), training is equally important for the success of any firm, it is profitable for both recruiters and recruitment as when an employee is trained efficiently his capability to perform and function better within the organisation multiplies. When studying into TESCO it has been evaluated that employees performed faster when provided training in their skilled fields of interest. This reduced waste generation, trainees who were efficient in packaging and production was placed in those particular fields rather than being placed in other fields of action (Charoensap et al., 2016). This in turn benefited TESCO in achieving targets within the stipulated period. In the opinion of Stiefel et al. (2018), training within TESCO gives the workforce a chance to expand their knowledge on their expertise, helps them in avoiding drawbacks, and yields timely results and consistency in their performance. This investment is fruitful for the company, helped TESCO in stopping employee turnover, and provided them with equilibrium in the UK market (Ibrahim et al., 2017).
Benefits to individuals of receiving motivation 
 As opined by Jonas (2016), within the Organisational infrastructure of TESCO the key element of developing various individuals has been identified as motivation. In TESCO when the individual’s needs are satisfied by appropriate plan implementation, major support is received towards successful performance of the prevailing workforce. Considering the Maslow’s hierarchy of needs fulfilment could be discussed critically the stimulation of individual’s motivation at TESCO (Uysal et al., 2017). 
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Figure 3: Maslow’s hierarchy of needs
(Source: Saul, 2020)
As suggested by individuals received the fulfilment of key needs that have been identified essentially by TESCO for keeping the individuals motivated within the working environment of TESCO. It has been forecasted that the primary elements that the essential for the successful attainment of the psychological need of an individual is inclusive of air, water, food, shelter, sleep and clothing. These elements have been the necessity of individuals those are performing abilities and skills successfully within TESCO. Hence, Velmurugan and Sankar (2017) reflected that individuals receive psychological need fulfilment and then the individuals receive enough safety measure installed when TESCO remained concentrated upon stimulating the element of motivation.
Further Uysal et al. (2017), described motivating the employees TESCO relatively concentrated upon providing individuals various intimate relationships and true friends. Therefore, through the fulfilment of the belonging and the love needs the individuals received friends and intimate relationships. As depicted by Güss et al. (2017), in the higher altitude of the Maslow’s hierarchy of needs the esteem needs of individuals were satisfied. This benefitted the individuals in retaining the prestige successfully, consequentially, which kept them motivated.
Benefits to individuals of receiving performance management
According to Shoaib and Kohli (2017), the goal-setting theory has been the most effective motivational theory for individual performance management. It has been evaluated the five fundamental principles that have been laid down within the goal-setting theory remained the most essential attributes that boosted the performance management of individuals within TESCO.  The principle elements of goal setting theory those are precisely complied by TESCO to manage performances of individuals to provide them with a conflict less working arena and enhancement of individuals performance are clarity, challenge, commitment, feedback and task complexity (Priya, 2019). Considering Swann et al. (2020), it could be mentioned that from the goal-setting theory utilised by TESCO for performance management of individuals, they received the ability to provide direction to colleagues and standard information regarding the successful accomplishment of functions. Moreover, the individuals received ways of identifying the various challenging goals from the goal-setting theory of performance management.
                                   
Figure 4: Key principles of Goal-setting theory
(Source: Created by author)
As reflected by Fortes et al. (2018), performance management within the organisational infrastructure of TESCO mainly benefits the individuals in enhancing their particular efforts towards the attainment of their goals successfully. Furthermore, the employees due to the performance management systems grow the habit of putting additional efforts towards the development of the latest strategies that could benefit them in confronting various complex issues in the way of target attainment. According to Locke and Latham (2019), relatively performance management supports the individuals within TESCO towards the development of energy and excitement within the employee. 
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Figure 5: Commitment theory for employee engagement 
(Source: Created by learner)
As mentioned by Meyer (2016), the commitment theory is the key employee engagement theory that supported the individuals in receiving the various conditions that compelled them to perform abilities for TESCO. However, this engagement theory at TESCO provides the employees with a situation of free choice that mainly influences the intrinsic desire of performing skills in the best interest of TESCO. As highlighted by Albrecht and Marty (2020), the key receiving by individuals through the employee engagement theory is ensuring all individuals fully engaged in TESCO. Through this commitment theory, the individuals received the emotional attachment that enabled them in remaining attached to TESCO. The continuous commitment is provided by TESCO to individuals by the commitment theory that has been utilised by TESCO for employee engagement successfully. The key continuous commitment degree that is provided to individuals by TESCO through employee engagement mainly includes the belief that leaving TESCO would be costlier (Kaur and Mittal, 2020.). 
Benefits to individuals of receiving Training 
According to Noe and Kodwani (2018), from the training sessions at TESCO, the employee base receives the major support that is essentially required to develop the key functioning of abilities in nexus to the objective of the organisation. It has been successfully evaluated that employees precisely receive from training higher morale, increased productivity, greater efficiency, better job satisfaction and more job security. These have been the key receiving that individuals of TESCO particularly gained from the various procedures of training mainly formulated for the skills and other attributes development to suffice the objective attainment program of the TESCO in the competitive market structure (Torraco, 2016.). 


Task 2
	Objective/Area of Development 
	Measure 
	Priority 
	Support and Development. 
Internal/External 
	Review Dates 
	Other comments 

	  Positive work environment 
	 It has been measured that presently within TESCO the motivation element is essential to stimulate the productivity of employee base majorly (Jensen, 2018). The promotion of the employee safety measures by the management is proposed to create a positive working environment:
· Take actions to keep your staff healthy in the workplace
· Encourage collaboration within staff
· Establish a level of trust company-employee.

	  High 
	Hygienic workplace environment must be developed within TESCO. Moreover, considering the global pandemic scenario that social distancing must be developed within the working environment of TESCO (Saul, 2020).  This is an internal support and development program by to fulfil the identified objective. 
	 Regular basis review to be performed for ensuring safety and health security of the workforce within TESCO 
	Presently within TESCO employee safety and security has been the primary concern to keep the employee base protected from the pandemic as numerous individuals perform skills and abilities within the organisational infrastructure of TESCO. 


Supplementary notes 
The Lee (2019) assessed that key concern of the TESCO management is the creation of an efficient employee base that would mainly support the organisation to create a highly productive employee base. In this section, the plan would be discussed in detail to meet the development expectations that has been specified in the initial segment of this report. TESCO mainly remained focus to keep the employees highly productive, secured from the present pandemic situation and construct a free-flowing supply chain through joining of various individual's actions within TESCO (Shoaib and Kohli, 2017). The performance management essentiality would be relatively aligned to provide value towards the initiated plans regarding benefits received by the organisation and the benefits successfully received by individuals. 
The Locke and Latham, (2019), mentioned essentiality within TESCO has been revolving around the perspective of ensuring the safety and positive working environment. Therefore it has been planned that social distancing would be prioritised presently for keeping the risk element of COVID-19 contamination dormant. Relatively, it has been planned that during the entry and exit of the employee base thermal scanner would be utilised for scanning the body temperature (Iqbal et al., 2017). Consequentially if it is identified that any individual possesses body temperature above 100 degree Celsius then that individual would be prescribed to remain quarantined for 14 days. Later, to prescribing quarantine the area where individual performed skills would be sanitised adequately to further avoid the COVID-19 virus.
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