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[bookmark: _Toc38129171]Introduction 
Development of relationships within an organisational setting plays a significant role in enhancing the quality of performance. The culture of an organization is crucial for promoting personal as well as professional growth of employees. This enables employees to improve their performance and become an invaluable part of the organisation within which they work. The individual developmental needs of employees are required to be identified and monitored by an organization in order to promote a positive work culture. In this context, it is crucial for large organisations such as Tesco Plc. to support and enhance the skills of its employees for their personal and professional enrichment.  Tesco Plc. is one of the largest supermarket chains in the UK and has over 2,200 stores in the country. This study aims to analyse the key developmental vehicles, benefits along with requirements of employees in the case of Tesco Plc. and provides an elaborate plan for efficiently managing individual developmental needs.  

[bookmark: _Toc38129172]Potential benefits of recruitment and selection process in Tesco 

Figure 1: Potential Recruitment Benefits
(Source: Influenced by Grinis, 2019)

[bookmark: _Toc38129173]Talented candidates 
The selection of the individual includes identifying some of the best methods through which Tesco can get connected to the qualified and talented applicants. Identified in the findings of Grinis (2019), it can be noted that there are different ways through which an organisation posts their vacancy and gets into contact with the qualified individual. Some of the popular means are company's website, newspaper, job boards, career fair and many more that Tesco uses to a larger extent. Tesco through this process gets a large number of applicants who are skilled as well as experienced. This helps Tesco to get some of the better qualified individuals who have the potential to increase the productivity and efficiency of the organisation. However, for this recruitment process it has been observed that the HR department has to deal with a long queue of applicants and it often takes a long period of time for the recruitment and selection process. 
[bookmark: _Toc38129174]Accurate screening 
The recruitment and selection process goes through different levels in Tesco such as interview, test and some other mechanisms that are used to evaluate the exact qualification and also identifying different traits that a candidate has. Based on the ideas of Ibrahim and Hassan (2019), it can be stated that for getting an idea about a candidate's true talent, an organisation is required to focus on the work samples other than just qualification. Tesco rightly does the same and focuses on the information that the candidate has regarding the job that is going to be assigned to them. This helps the HR department to understand the potential of a candidate in a better manner. This helps Tesco to select a candidate in different departments that eventually helps to get a better efficiency of the organisation. 
[bookmark: _Toc38129175]Proactive strategic arrangement 
The HR department of Tesco tries to have a proactive approach regarding talent management. As inspired by the ideas of Parker and Liao (2016), it can be noted that through proper recruitment and selection processes an organisation is aligned effectively with the strategic HR. Tesco mainly maps out the different types of employees and also the different skills that are required by the company for filling up the vacancies offered by them. The positions that are offered by the organisation are totally based on the goals and objectives that are set by the organisation and the different hiring plan that is adopted by Tesco helps to achieve all the goals in the future. A proper plan made by the HR of Tesco helps in having a better job screening, and however, it is noticed that with a lack of proper screening of the candidates some of the lower standard employees are selected that often results in the lower productivity of the organisation. Therefore, Tesco is required to have a proper training and development program that helps the recruited employees to understand their work.
[bookmark: _Toc38129176]High morale and reduced turnover 
Tesco hiring the right people with the right personality and skills results in a better working environment and better organisational success. According to Panagopoulos et al. (2018), it is noted that lower rate of turnover and a better workplace is helpful for the overall success of an organisation. It has been observed that because of the proper recruitment and selection process of Tesco, there is lower level of employee turnover and this ultimately creates a better morale for the employees. A positive workplace is created when employees are motivated and a lesser termination of employees can be seen in the workplace. However, there is some times when HR is required to take strict action in case of some mishap that is done intentionally by an employee. 
[bookmark: _Toc38129177]Assessing the individuals involved in personal development of employees in Tesco
[bookmark: _Toc38129178]HR managers of Tesco
The HR managers of any organisation play a crucial role in the personal development of the employees of the organisation. As influenced by the ideas of Lilova and Poell (2019), it can be stated that the HR department and its managers conduct and organise different training and development programs, and courses for the employees so that they can upgrade their skills, knowledge and their personality to a larger extent. The HR managers of Tesco keep a proper monitoring of its employees and organise different personal development programs that are essential for the employees to improve their working ability and some talents that they possess and can be helpful for the organisation. This helps the employees to get a better understanding of the different works that are assigned to them and also enhances the talent that they have and use them accordingly. It has been observed that Tesco tends to practise “talent planning”, that helps the organisation to identify different talents that the employees have and then use it in their workplace. Through this process employees get more motivated and encouraged and work with more satisfied minds. The managers often bring out annual appraisals schemes that encourage the employees to a larger extent and help in developing their skills, competencies and behaviour at the workplace. 
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Different steps and measures are taken by the managers and leaders of an organisation for its employees so that they are motivated and inspired in a positive manner. As inspired by the ideas of Jha (2016), it can be stated that the needs of the employees are taken into consideration by different well-known organisations as it helps in increasing the overall productivity and efficiency of the organisation. The employees of Tesco are provided effective personal development programs that are essential for them to get a proper understanding of the different talents that they possess and using them appropriately in their assigned work. In the personal development programs, employees are properly informed about the target and standards of the organisation and also about the job performance. This helps them to get acquainted with the works that are assigned to them. Other than these employees, Tesco is also provided with relevant information that is essential for them while working with the employees who are sometimes culturally diverse. 
[bookmark: _Toc38107770][bookmark: _Toc38129180]Critically evaluate the development vehicle available in Tesco 
As Tesco Plc, is one of the top most retail corporate sectors in the United Kingdom, so, the company uses a variety of development vehicles for the purpose of organisational development. In the case of Tesco Plc, the retail sector uses mainly Individual Development Plan or IDP as a development vehicle for communicating as well as coaching to their employees. Tesco Plc mainly gives focus to their employees. For further growth and development, the retail sector uses different aspects of Individual development plan. For individual development the organisation has mainly focused on various training and skills for both their employees and executives and at the same time they also use some motivational plan for employee motivation, as employees are an integral part of their development. For driving business improvements the organisation Tesco Plc, divide their development vehicle into several parts. For example, the retail sector uses Line manager Training, applies Digital skills, apprenticeships, face to face workshops, many other e-learning accesses and so on. They also consider employee motivation as a part of the individual development plan. 
[bookmark: _Toc38107771][bookmark: _Toc38129181]Critical evaluation of development vehicles 
[bookmark: _Toc38129182][bookmark: _Toc38107772]Strength 
It can be further visualised that, the retail sector Tesco knows line managers plays a vital role in supporting their colleagues also these line managers of Tesco Plc, are considered to be the heart of their colleague experience. So, the company creates a complete refreshing training program or trainingship for the development of each group of line managers. By this training program not only almost 1917156 managers (as per the record of 2018-2019)further able to receive effective leadership training but at the same time, this line manager training program has also covered a broad spectrum of effective skills, which is absolutely necessary to manage the workflow of an organisation like Tesco Plc. As influenced by the ideas of Ahmad et al. (2019), training is absolutely necessary to enhance the strength of the workers. For example, this training basically includes several effective parts such as stress management of the workers, coaching regarding effective workplace communication, and effective developmental training in order to acclimatise with the changing scenario and so on.
Along with the line manager training program, the organisation Tesco also focuses on digital skills. Based on the views of Itani et al. (2019), nowadays Digital skills are considered to be as important as training programs. In case of Tesco Plc, the organisation manages to arrange a dedicated programme for ensuring that all their colleagues have digital skills in their working sectors. It can be further reviewed that the company has recruited more than 150 digital experts, who help Tesco's colleagues to understand this digital skill. With the help of digital skills, Tesco Plc is able to manage the working hours digitally and might be able to keep the personal records of their employees safe as well as secure through online mode. 
Additionally, with digital skills and line manager training ship program, the retail sector also includes several Apprenticeship programs. As per the views of Sadok and Welch (2019), by high quality apprenticeship program, technological skills can be further enhanced within an organisation. As mentioned by Uddin and Arif (2016), at present scenario energy as well as utility skills work with the employers for developing more standards in the apprenticeship across the various retail and other corporate sectors. To successfully handle the working pattern, the organisation includes this apprenticeship program. It can be further reviewed that, by the apprenticeship program, employees of Tesco might be able to gain new and improved knowledge skills, which helps the employees of Tesco to serve customers better. Also, by this training program apprentices of Tesco, might get the opportunities to implement their knowledge and at the same time might be able to work collaboratively within their working sector. It can be further analysed that by the apprenticeship program of Tesco, behaviour of apprentices also might be enhanced and they are effectively able to understand the working situation. 
Additionally, Tesco Plc, also introduces several other specialised digital skills like Software developing apprenticeship programs to make employees expert in this section and to effectively deal with customers. However it can be further visualised that for strengthening their individual development plan or IDP and also for further achievement in workplace, the organisation is mainly focusing upon several face to face workshops as well as depending upon other better e-learning methods for their colleagues and as a resultant factor not only workflow of the employees are increased but new relationships might be made simultaneously.
It can be further reviewed that along with all these training and skill development programs, Tesco Plc also includes motivational strategy in their IDP.  As influenced by the ideas of Case (2017), employee motivation is an essential part of workforce planning of an organisation. By employee motivation, Tesco effectively enhances their development in business.    
Application of management concepts and theories
Identification of training requirements of an organization's employees is an integral aspect of continuously developing organisational efficiency. Abdel-Maksoud and Saknidy (2016) noted that the most popular training needs assessments methods involve observation, surveys and consultation with managers. In the context of Tesco Plc. it has been noted that the organisation utilises observation along with managerial consultancy as its key methods of determining employee training needs. This enables the company to efficiently identify and develop training programs for personal along with professional development of skills for its employees. 
Through the use of observation methods, supervisors at Tesco are able to determine training requirements of soft skills such as customer interaction, listening and communication along with teamwork. On the other hand, this also enables supervisors to determine technical and knowledge-based training needs such as use of new software and operational methods for counting daily activities. Consultation with managers of subordinates at Tesco provides higher management with specific training and developmental requirements of their subordinates and enables the HRM department to develop necessary plans for managing the same. 
Identification of performance appraisal methods used by an organisation provides an insight into individual requirements and the manner in which employers are able to motivate their employees to perform better. According to Lilova and Poell (2019), key performance appraisal methods include management by objectives and 360-degree feedback. For the purpose of appraising and evaluating the performance of employees at Tesco, management by objectives along with 360-degree feedback would be highly beneficial. Application of 360-degree feedback would enable the HRM department to determine an employee’s interaction with superiors, subordinates and customers prior for an improved outlook on their performance. Incorporation of management by objectives would further enable the managers at Tesco to set attainable and realistic targets with their subordinates and help them to achieve the same in a systematic manner. Identification of the same enables the HRM department to efficiently select instructional methods and implement the training plan while monitoring the same for optimal development of employees.
[bookmark: _Toc38129183]Identification of the appropriate use of development vehicles for meeting individual developmental needs 
The key developmental vehicles that are used by Tesco include IDP, development of digital skills, line manager training along with apprenticeships. The integrated usage of these vehicles for identifying and managing individuals plays a significant role in efficiently using the company's resources. As per the views of Jha (2016), it is essential for companies to continuously develop their workforce by updating them with the latest developments in their operational fields. This includes the provision of training for employees working in sales, customer service, manufacturing as well as marketing departments among many others.
[bookmark: _Toc38129184]Effectiveness of IDP 
The utilization of IDP as a development vehicle is highly advantageous for meeting the individual developmental needs of employees. This is considered to be one of the most suitable developmental plans that organisation such as Tesco focus on utilizing for ensuring that their employees have a sustainable career within the organisation. However, Panagopoulos et al. (2018) observed that IDP is resource-intensive and requires collaborative efforts from the trainer as well as the trainee. Tesco would have to ensure that the employees feel the need for utilizing the organisation’s development plans for their personal development. Lack of involvement of employees while developing training plans is a major drawback which would have an adverse effect on the productivity of the plan. In this context, the HRM department at Tesco would benefit from interacting with employees and ensuring that they are aware of the IDP being planned for them. Moreover, by collecting their feedback and utilizing the same for developing these plans would be an effective manner of increasing employee satisfaction and engagement.
[bookmark: _Toc38129185]Identification of motivational factors

Figure 2: Motivational Factors
(Source: Influenced by Ristic et al. 2017)
Identification of key motivational factors that have an impact on employees is another major activity which is essential for promoting individual development. Ristic et al. (2017) noted that inclusion in decision making; positive work environment, recognition and financial rewards are among the many factors which directly result in increasing employee motivation. Financial rewards such as incentives, salary increments and bonuses directly increase employee satisfaction. On the other hand, lack of a positive work environment, career development and growth opportunities, as well as recognition, can lead to increased dissatisfaction among the workforce. This would consequently demotivate them and increase employee turnover. In order to efficiently manage the level of motivation of employees, Tesco has been observed to utilize a safe and responsible environment for its employees who promote personal and organizational gains at the same time. 
[bookmark: _Toc38129186]Application of motivation theories at Tesco 
Application of popular theories of motivation such as “Maslow's Hierarchy of Needs” along with “Herzberg’s Two-Factor Theory” has enabled Tesco to identify and overcome challenges of employee motivation. Through the use of “Maslow's Hierarchy of Needs” the HRM department at Tesco have been able to provide for their employees physiological, safety and belongingness requirements. The organization has attained the same by providing job security, fixed remuneration with incentives as well as a positive work culture promoting an increased sense of belonging within the company. Apart from these the company also aspires to meet its employee’s higher levels of needs such as those of “self-esteem” and “self-fulfilment”. These are obtained through an emphasis on the company's value of promoting self-respect as well as equal respect for others along with the incorporation of 360-degree feedback for its performance appraisals. The company further incorporates IDPs as a means of providing equal opportunities for its employees to advance into managerial positions through appropriate training and skill development. It has thereby been ascertained that the organisation has been highly successful in using its development vehicles such as IDPs as well as the application of motivational theories for proactively increasing employee growth and enhancement within the company. This has led to an enriched experience for employees and enabled them to enhance their personal skills such as those of teamwork, empathy and communication. It has further led to an improvement in their professional skills associated with their functional departments and new technological advancements thereby providing opportunities for promotions to higher managerial levels based on individual capabilities. 
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	Developmental Needs
	Goals
	Expected Outcomes
	Actions Required 
	Costs
	Resources
	Estimated Time

	Better level of communication and interpersonal skills for growth and development.
	Establishing greater amount of communication for strategic management and growth
	Proper flow of ideas and interpersonal communication between line managers and workers of the Tesco organization.
	Training of the line managers through effective coaching and mentoring by assessing their individual training needs and requirements.
	£13,000
	The resources would involve the financial costs needed for the growth and development of the business goals of proper interpersonal communication between the employees
	5 months 

	Enhanced level of technical and digital skills for better growth prospects.
	Securing higher level of technical knowledge to solve the technical issues and acquire better digital expertise
	Greater serviceability and up gradation of technical skills among the employees of the organization.
	Developing e-learning training courses so that technical skills could be established through an online platform.
	£10,000
	Technical resources like desktops, laptops, speakers, video recorders and audio-visual recorders are needed for development of technical knowledge and skills in the Tesco management.
	6 months

	Greater level of service skills through expanded base of knowledge skills.
	Acquiring customer satisfaction and gaining brand image of the company for establishing desired results.
	Maintenance of better relationships with the customers for the growth and productivity of Tesco.
	Provision of workshop facilities for the managers for being able to derive greater levels of customer satisfaction and build effective strategies for market segmentation.
	£5000
	Information regarding the market trends and the needs and demands of the customers are required for gaining better serviceability and customer satisfaction for the managers.
	7 months

	Higher ethical skills through acquiring knowledge on ethical principles and guidelines. 
	Gaining knowledge and guidelines about the ethical principles for securing sustained competitive advantage in the organization.
	Development of ethical duties and responsibilities towards incorporating ethical values within the organization. 
	Conducting meetings and seminars to secure higher levels of knowledge for the workers on ethical guidelines and practices.
	£8000
	Personnel’s and stationary equipment are required for gaining knowledge about the ethical skills for the workers of Tesco.
	6 months 



[bookmark: _Toc38129188]Analysis
An individual development plan has been made for development of the skills and knowledge needs of the employees of Tesco. The total time frame needed to complete the entire task would be 1 year and the budget required would be at a total of £26,000. The areas in which skill development would be needed are development of interpersonal skills and communication skills, better level of technical skills, greater service skills and higher ethical skills among the employees. In order to develop an effective workforce proper sharpening and development of individual skills are required for the line managers. Tesco being one of the largest retailers in the UK supermarket has been able to establish an integral position in the customer market. 
Communication Skills: Better level of communication skills is needed to establish a greater amount of communication and strategic development of the organization towards meeting organizational goals. The expected result would be the generation of proper interpersonal communication between the line managers and workers of the Tesco organization (Mekraz and Gundala, 2016). The total budget required would be £10,000 and the resources required would be financial resources for incurring expenses on meetings and seminars. The time taken for developing this skill would be 5 months. 
Technical Skills: Technical and digital skills is another developmental area that needs immediate development. The employees are the HR managers should be well-acquainted with the digital skills for carrying out the tasks in a speedy manner and requiring a lesser amount of cost in the process. Technical resources like desktops, laptops, speakers, audio-visual aids and recorders are needed to handle the equipment with much ease. Developing knowledge through e-learning facilities has to be acquired by the employees of Tesco. The total time required for completing this activity would be 6 months. 
Service Skills: Greater level of service skills is required for deriving a higher amount of customer satisfaction among the workers of Tesco. The staff of Tesco needs to build upon the service skills for delivering effective services to the customers. This would help in acquiring a larger customer base and higher level of profitability for the retail organization. The total cost required for completing this activity is £5000 and the time needed would be 7 months. The resources required are the information for the market trends and the needs as well as the demands of the customers in the individual market. 
Ethical Skills: Another area which needs further development is in terms of greater knowledge in ethical skills through acquiring expanded knowledge on the ethical principles and guidelines. This would help in maintaining effective communication within the organizational framework and enable better sustainability within the organizational members and leaders of Tesco. The management has to ensure flexibility and transparency within the managerial framework. This can be established by conducting meetings and seminars to gain higher knowledge on securing development of values within the organizational boundaries. The total budget would be £8000 and the overall estimated time for completing this activity would be a total of 6 months. Maintenance of an effective and a productive workforce is needed through conducting workshops and group discussion for enabling proper flow of information within the Tesco organization (Noe and Kodwani, 2018).  Therefore, higher levels of efficiency would be delivered in this manner. 
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Conclusion 
Tesco Plc has been one of the biggest private sector employers in the UK. Acquiring a huge customer base and a large number of employees, it has been able to develop as one of the market leaders in the UK supermarket sector. Workforce planning is an essential criterion for enabling an organization towards satisfaction of their staff needs. Tesco requires utilization of right skills and behaviors for the supporting the growth and development of individuals. Employee motivation is a significant factor that enables the workers to enhance their production and managerial levels. This study has mainly aimed to stress upon the management theories that would be applied for employees of Tesco. Maslow’s motivation theory can be used to understand each stage of motivation for the employees. Developing an effective plan by assessing the needs and requirements of the staff members would help in directing the organization towards growth and success. Moreover, the identification of the use of appropriate development plans has been used for ensuring meeting of individual needs. The retail sector had made use of effective techniques like training of line managers, application of digital skills, face to face workshops as well as e-learning accesses for the growth in developing the vehicle into several parts. Therefore it can be concluded from the study that assessing the needs of the employees and provision of proper training are essential credentials for meeting Tesco’s organizational goals and objectives. Free flow of communication aims to establish a framework through which employee development can take place. 
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