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[bookmark: _Toc86864419]Introduction 
Employee turnover has become one of the most common problems and this problem is seen in Tesco as well. Increased in competition due to hike in rival companies under the retail sector is another phenomenon. Therefore the company has adopted a project to improve the effectiveness of the employees. Considering this fact, the study discusses different types of performance appraisal tools and techniques adopted by the company. Along with that, it is checked in the study whether these tools are appropriate for the company or not. Moreover, conducting a professional development plan will be an integral part of the study in which suitability, feasibility, and acceptability of meeting development needs will be considerd.    
[bookmark: _Toc86864420]Evaluation of development vehicles
Performance appraisal tools and techniques
There are different types of performance appraisal tools and techniques but among all of those, three kinds of tools and techniques are used with respect to Tesco. The elaboration of these tools and techniques are as follows. 
Paired Comparison 
This is a tool which helps in understanding the position of one employee with respect to another employee. With the help of this tool, the actual performance level can be checked and through which the motivation factors in Tesco are decided. In order to use this particular tool, several steps are followed. It includes making a list on which the comparison will be made, making a worksheet, clearing black shells along with options, scoring the employees based on different categories, consolidating results as well as presenting them into a proper format (Al-Musadieq et al.2018). In online, there are different kinds of templates available and through which they can be presented in a proper way. In past times only the steps which are discussed were followed. However, in recent times, the procedures are followed and these are used by many organizations. However, in Tesco, the above mentioned process is only followed. 
Confidential report method of performance appraisal
It is a tool which is used by the business enterprise in recent times. This is because the company has faced several problems regarding disclosing the performance to all. It is a method through which feedback is not disclosed in front of all kinds of employees. A confidential report is produced and sent to the individual employees. Several things are considered under this feedback system. These are attendance, teamwork, leadership, integrity, honesty as well as the quality of the work (Beltrán-Martín and Bou-Llusar, 2018, p.110). With the help of this tool, the performance level was able to increase to a great extent. The behaviour of the employees with respect to other employees as well as management is considered under these techniques. If it is found that the performance level of an employee is not good and it is required to be changed, the necessary way of changing behaviour is rendered in the performance appraisal report. 
The 360-Degree Appraisal
The 360-Degree Appraisal is a tool under which an employee is got by all kinds of staff in Tesco. More specifically, it can be said that an employee can get the feedback from its managers as well as its subordinates (Ikbal et al. 2017). With the help of this tool, constructive feedback can be provided to the employees. In order to provide feedback, reviews of many persons are considered. These can be well understood from the following figure. 
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Figure 1: Important considerations under the 360-Degree Appraisal
(Source: mbaskool, 2021)
Based on the above figure, it can be said that the important considerations are peers, subordinates, suppliers, line managers. Direct reports, team members as well as customers. Review of customers was not an integral part of the review system in the past (Sutrisno and Sunarsi, 2019, p.190). However, in recent times it is considered as an important one as customers are very important internal stakeholders of the business enterprise. 
Effectiveness of these performance appraisal tools
· It is very important to understand the relative performance of the employees. From that context, the importance of the paired Comparison analysis process can be mentioned.  It is a quick and easy process and therefore it is adopted by Tesco. However, no statistics are used under this system and therefore the actual performance cannot be understood in a better way. It can be considered as a limitation of the performance appraisal tool. The rank of the employees can also not be understood but this is important to understand based on the current situation of the business (Kirilina and Panina, 2017, p.67). 
· Considering the confidential report method of performance appraisal, it can be said that it is very much effective for Tesco. In either word, it can be said that it is significant to meet organizational success. Employees do not feel de-motivated under this tool and therefore all the employees try to increase their performance level. However, there are some business analysts and the opinion of those indicates that this system is not good for the employees in the long run. This is due to the fact that it does not include healthy competition as results are not shown in front of all the employees. In this way, it becomes very difficult to increase the productivity level. 
· From that context, it is considered that the 360-Degree Appraisal system is a good one as the review of so many people is considered. It helps in boosting confidence as well as morality. It also helps in increasing accountability. The issue of confidentiality creates problems sometimes but Tesco did not see much problem in this factor. Sampling error is one of the major disadvantages that need to be mentioned in this regard. This is the reason for which the authority of Tesco thought of reducing dependencies on this particular tool. 
Under the consideration of the above discussion, it can be said that in the near future, some other appraisal tools and techniques can be adopted by the company. These are Graphic Rating Scale and MBO (Management by Objectives). Graphic Rating Scale is a modern tool which is being used by many competitors of Tesco. Under which the employees are ranked under the consideration of traits. It is a way through which traits development is possible and in this way it can bring success to both employees as well as the organization. Management by objectives is the method which measures the performance level in a specific period of time. It can be adopted quarterly, half yearly, and annual (Saha et al. 2021, p.375). It will be better for Tesco if the annual process is adopted by the company. Tesco is a large enterprise and therefore it is required to do so many activities. Under this situation, it becomes very difficult to adopt other modes. The process that is followed can be properly understood under the following figure. 
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Figure 2: Working process of MBO
 (Source: Management-flow, 2021)
The above figure denotes the feedback loop that can be followed by Tesco in the near future. 
[bookmark: _Toc86864421]Professional development plan
The competition in the retail sector has increased in recent times. The increased number of rival companies is one of the most important factors. Under this situation. The authority of Tesco thinks that it is very important to be focused on resource development. In this context, it is important to mention that there are two types of resources and these are human resources as well as capital resources. Employee turnover is a common problem in recent times and Tesco is not an exceptional case in that context. Therefore the objective can be set in the following way. 
· Improvement of Capital resources within a short period of time 
· Development of human capital to meet the long term growth with respect to the company. 
A professional development plan includes several steps and these are setting objectives, development of skills, and competency development. The first steps are already met as the objectives are shown through bullet points. In order to develop skills, it is important to provide various kinds of motivations. In this context, it is important to mention that Tesco follows several things under the proper definition of motivation. According to Tesco, motivation is the appreciation of hard work, responsibility, and empowerment, a sense of achievement, and opportunity for advancement.  An opportunity for advancement is also an important and integral part of motivation. Therefore different kinds of challenging work are provided against the employees (Bui, 2020). Many times the majority of the workers do not like those because they need to do overtime. In past times, that was not considered under the giving of additional remuneration. However, the problem has now changed to changing the management style in the company. 
Reduction of labor cost is the thing which is followed by the company. Under the professional development plan, Tesco has focused on training and development sessions but the actual training session is not for a long period of time. In other words, it can be said that the company is focused on on-job training. Under the consideration of feasibility and acceptability, it can be said that flexible working is adopted by the company and this is also an important factor under motivation. The Mayo effect is considered as well with respect to the company. Under which several things are considered and these are good teamwork, proper communication, involvement of employees in the decision making process. 
In order to overcome the capital resource problem, the company is focused on increasing the number of investors. In this regard, it is important to mention that there are other ways to increase the funds but these are not followed by the company. This is because of focusing on the long term perspective. In order to attract investors, the company has set the annual report in a proper way (Rehman et al. 2019, p.527). In order to set it, Tesco has changed the labor force. The salary of these employees is quite high in recent times and it can also be considered as a motivation factor in respect of the company.  
Adoption of theories 
Maslow's hierarchy of needs 
The incorporation of theories can be an effective initiative under a professional development plan. In that context, the adoption of Maslow's hierarchy of needs can be mentioned. According to the theory, it can be said that there are different kinds of needs of a human being, and based on preferences, it can be categorized. The following figure is helpful to understand the fact. 
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Figure 3:  Maslow's hierarchy of needs
(Source: Simplypsychology.org, 2021) 
From the above figure, it can be said that there are five kinds of needs and these are physiological needs, safety needs, belonging needs, esteem and self-actualization needs. In this context, it can be said that it is not possible for the company to mitigate all kinds of needs. However, it is very important for Tesco to check whether physiological needs, as well as safety needs, are fulfilled by the company or not (Puyri and Pasaribu, 2019). In order to ensure the basic needs, it is extremely important to provide the basic salary which is decided by the Government. In other words, it can be said that the minimum wage rule should be followed by Tesco. 
Apart from that, the importance of a proper working environment should not be ignored by the company. There are many employees who do not work in the company for getting the salary. Satisfaction or fulfilment is the factor which is important to them and from that context, the importance of self-actualization can be mentioned. In order to provide security, Tesco provides confirmation letters to its employees after working three months in the company (Ikbal et al. 2017). For doing overtime, the company provides additional remuneration. The amount of money has increased in recent times and therefore most of the employees feel interested to work for a long time. Therefore complaints from the customers have reduced in recent times as well. 
[bookmark: _ys7b9cge8sh7][bookmark: _Toc86864422]Strategic Contingency Theory
According to Strategic Contingency Theory, it can be said that division of labor is very important for getting the maximum benefit from employees. Considering this theory, it can be said that there must be several teams, and each team there must be some employees who are very expert. Identification of strengths and weakness is very much important. This theory is focused on several factors and these are workflow certainty, the effectiveness of management, uncertainty of inputs, and sustainability of task and submission of power. Skill development is an important part of the theory. However, in that context, it is important to mention that skill can be developed to a certain extent (Wei, 2021). It is not possible for Tesco to improve an employee from the ground level because being a large enterprise; the company does not have time in hand. From that context, the importance of proper recruitment can be mentioned. Strategic Contingency Theory is also focused on the importance of leadership roles (Rehman et al. 2019, p.527). This is because a proper environment is required to work in a proper way and to create a proper environment is the role of a leader. Therefore the adoption of a proper leadership style is extremely important. 
[bookmark: _Toc86864423]Recommendations 
· In order to provide motivation, Tesco should check the kind of motivations provided by the rival companies. In that case, some uniqueness should be adopted (Al-Musadieq et al.2018). It should be brought in such a way so that it becomes attractive to the aspiring candidates. Rendering medical facilities for the family of the employees is very important in recent times. 
· Performance checking is a very important factor and in order to check the performance, Tesco should change its tools. Some of the examples are already discussed in the above sections (Akhmetshin et al. 2018). Before adopting performance appraisal tools and techniques, it is important to check both the advantages and disadvantages of this tool.  
· Tesco should bring a very strict policy regarding workplace diversity.  For the expansion of the business activity, it is very required for the company to recruit people from different countries. In that case, the adoption of policies is extremely important for dealing with people of different mentalities in the workplace. 
[bookmark: _Toc86864424]Conclusion 
Based on the above discussion, it can be concluded that employees are a very important part of Tesco. Though the company has adopted different kinds of technologies, the importance of human capital cannot be ignored. There is lots of work which cannot be done by the technologies. The discussion indicates that there are different performance appraisal tools used by the company and from that it can be said that some tools are required to be changed. Under a professional development plan, the adoption of motivation and HRM theory is important. Incorporation of Maslow's hierarchy of needs and Strategic Contingency Theory can be proper solutions. Tesco follows some different rules under motivation and according to it, this can be said that working hard should be included under motivation. Therefore various kinds of incentives are provided to the employees. The mayo effect is also followed by the company as well.  
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