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[bookmark: _Toc67902322]Introduction
Over the last three decades, workforce training and development has been a major educational enterprise. This rise is related to a demand in the workplace for workers at all levels to develop their performance in their current employment, learn new skills and expertise, and advance their careers in a changing workplace (Armstrong, 2001). People are the most important aspect of any efficient business activity. This focus is not irrelevant, as it is becoming apparent that no human organization can succeed without adequately trained and competent human resource development practitioners. 

Training is a structured approach to improving one's mindset, knowledge, or skill behaviour through learning experiences to achieve better success in a single task or a set of activities (Sadler‐Smith, 1996). As a result, it is the set of activities initiated by an organization that leads to the process of gaining information or skills to grow. The term "development" refers to practices that contribute to the learning of new knowledge or skills to advance (Aduma, 2017). Employee development programs are provided by organizations to help employees improve their skills. 
[bookmark: _Toc67902323]Company Context
Tesco is one of Europe's largest food retailers, has undergone exponential growth in the 1980s. Tesco serves nearly ten million customers each week through its retail, head office, and distribution divisions, which employ 110,000 people (Brannen, Mughan & Moore, 2013). Every company organizes a training program for its employees to enhance their efficiency and productivity. Employee training not only strengthens their abilities but also improves the consistency of their expertise. A training and development program is needed to keep up to date with new terms and technologies (Merckel, Jackson & Pick, 2010).

Tesco specifically provides two forms of training as on-the-job and off-the-job training. Job Training includes the following techniques.
· Shadowing – An employee is being mentored by someone who is already on the job.
· Coaching – An appointed employee or staff member guiding trainees 
· Mentoring – An experienced member of the team will act as a consultant.
· Job Rotation - Employee is rotated between two or more jobs at regular intervals to introduce them to a variety of tasks.
Scheduled assignments, timetables, measurements, and checklists are all examples of this. Employees evaluate themselves by creating Activity Plans, Personal Development Plans, and Learning Logs in which they set goals and monitor their progress. These continue to monitor their performance progress after training. Tesco's HR personnel manager organizes an induction program for new hires to provide them with a good understanding of the company, its rules and regulations, employee rights and benefits, their responsibilities to the job and the company, health security and fire safety (Palmer, 2005). Training needs are usually identified after business goals have been developed. The training program of Tesco has two key aims: to expand and diversify the business's market. To accomplish the goals, the right individual must be in the right position at the right time. Tesco's employee development program is based on mutual accountability, with every staff member taking responsibility for their progress (Hammett & McMeikan, 1994). The line manager assists the trainee in every way possible based on the trainee's development needs. Workshops are held for coaching and guiding trainees. Performance is reviewed regularly based on the achievement evidence offered by the employee to ensure that he or she is getting a better experience. The line manager provides input to enhance efficiency, and the employee evaluates his growth plan in light of the feedback. The following figure explains how employees at Tesco can receive guidance & support throughout their career.
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Image 1.1 - Level of Support from Peers & Supervisors
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A career can be described as "a series of jobs that constitute what someone does for a living." Career planning is the method of determining one's career objectives and the road to achieving them (Farthing, 2007). It entails deciding on specific career goals and routes. Individuals are encouraged to explore and collect knowledge as part of their career planning, which allows them to synthesize, develop competencies, make choices, set goals, and act. It is a critical stage of human resource growth that assists employees in developing a work-life balance plan. 
The following are the main goals of career planning:
· To identify employees' positive characteristics.
· To raise awareness of each employee's individuality.
· To be considerate of the feelings of other employees.
· To entice talented employees to join the company.
· Employees will be taught how to work together as a team.
· To develop effective coping strategies for conflicts, feelings, and stress.
[bookmark: _Toc67902325]3.1 Purpose of Career Planning
The overall goal of career planning is to predetermine an employee's ideal career paths to achieve career objectives. It gives an employee's of life sense, order, and consistency. It blends an individual's and an organization's needs. The following are the specific goals of career planning for Tesco:
· Comply with internal staffing needs of Tesco
Promotable workers are better prepared for internal work vacancies. To execute HRM strategies and policies, a better mix of talents becomes available. An internal talent pool is built.
· Minimizing Tesco’s employee turnover
It aids in the retention of the brightest and most experienced workers. The fear of losing one's job increases organizational dedication. As a result, the organization's employee turnover is minimized. Loyalty to the corporation is strengthened.
· Assist workforce diversity
It facilitates the integration of workers from various backgrounds into the company through self-development. They will plan their future by thinking about different options.
· Increase the motivation of the employees
It helps workers to meet their needs for self-esteem and self-development. This boosts performance.
· Develop employee potential
Managerial employees are encouraged to grow their future potential to assume more responsible roles by career planning. It is needed for employees' personal development.
· Assist international placement
It aids multinational corporations in preparing workers for foreign assignments. They have the opportunity to function in a variety of cultures.


[bookmark: _Toc67902326]Employee Knowledge, Skills & Competencies at Tesco
[bookmark: _Toc67902327]4.1 Employee Knowledge
Tesco wants to ensure that its employees have the skills they need to thrive now and in the future as the company expands. They are offering opportunities for colleagues to reskill in areas where demand is expected to grow, in addition to building on their established skills (Samantara and Sharma, 2014). A series of on the job and off the job training is carried out by Tesco to improve every employee's knowledge about the work they do. 
· Tesco Learning 
This is the learning tool available for coworkers at Tesco. Colleagues can acquire the knowledge and expertise they need to develop their success and career. Colleagues can register for virtual and in-person courses, complete e-learning modules, and access articles and videos from our learning partners, all while keeping track of their success (Tesco Building Your Career, 2015). This is intended to assist colleagues in taking charge of their careers, whether to improve individually, gain trust in a current position, or advance their careers.
· Line Manager Training 
Line managers are at the core of the colleague experience and play a critical role in helping the colleagues succeed at Tesco. they have updated the management development programs to ensure that managers around the Group continue to improve their leadership skills now and in the future. In 2019/20, 38,174 managers across the Tesco Group provided line manager leadership training as part of our Little Helps commitment. This course covers a wide variety of skills, including managing a team, coaching, and assisting managers in leading their teams through transition.
· Digital Skills
Digital skills will become increasingly relevant as technology continues to change how everyone lives and functions. Tesco has trained over 1,400 colleagues through their dedicated program to support their UK office in 2019/20, ensuring that all of their colleagues, regardless of their position, have digital skills at work, personally, and for the future. Tesco now has over 160 Digital Champions around the UK sector who assist colleagues with practical skills such as time management and keeping personal information safe and secure online. 

· Apprenticeship
 The apprenticeship program of Tesco assists apprentices in gaining new knowledge, abilities, and behaviours, as well as determining the best career direction for them. From a Level 2 retail apprenticeship to a Level 5 high education apprenticeship, they deliver apprenticeships at all levels.  In 2019/20, Tesco had planned to sell 675 new apprenticeships in the United Kingdom.
[bookmark: _Toc67902328]4.2 Employee Skills & Competencies
Employees with current skills and competencies have a higher propensity for business development. To meet the needs of a diverse range of customers in a newly opened store in a completely new location, it is essential to have a clear understanding of the customer user profile as the basis for selecting the actual share. The training practice enables employees to perform their jobs effectively based on accurate knowledge, ability, comprehension, and sources. Before beginning training and development practice, employees recognize gaps in their knowledge and skill. Tesco encourages its staff to evaluate strategic questions to better understand and interpret their skills and abilities.
[bookmark: _Toc67902329]Individual Employee’s Career Plan
Tesco expects everyone to feel at ease and respected in their workplaces. They are proud to be a company that is full of possibilities. They want their employees to pursue a career path that aligns with their objectives and aspirations. The objective of Tesco's career plans is for every employee to reach their potential and build a stable career in the long run. 
Tesco explains four steps in the individual employee career plan process as below. 
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Image 1.2 - Four Steps of Tesco’s Individual Career Plan

1. Know Yourself 
Every employee should get to know themselves and be certain of their objectives. Consider their ideas and what matters to them, as well as their leadership ability, accomplishments, and attitude. A typical career goes through five stages. 
•  Growth - Attitudes and needs evolve as people get older.
•  Exploration – putting things to the test
•  Establishment – creation and establishing abilities
•  Maintenance – changes are made regularly to enhance
• Possibility of plateauing or reinventing– slowing down or taking on new responsibilities.
2. Know About the Available Career Options
People approach their careers in ways that suit them, so each one takes a unique path. Knowing what options are available will help them determine which course is best for them. Many people address the importance of getting a career plan and how to execute one. It is not only about getting promoted to move forward. Employees can travel across levels at Tesco so that they can benefit from a particular perspective.

3. Know-How Tesco Can Support
Because of the company's size, scope, and depth, it provides a diverse range of opportunities. Understanding what assistance is available is often a challenge. This section of the guide provides more information about the company and growth options to consider. At Tesco, there are three types of development. 70 per cent learning by doing, 20% learning with others, and 10% structured learning is an optimal growth split. A great Personal Development Plan typically combines all three components.

4. Know Your Next Step
A basic template is available to assist employees in planning. This will encourage them to get the most out of their Career Conversation and finish their Personal Development Plan.




[bookmark: _Toc67902330]Performance Assessment Plan
Inspiring great performance every day is about assisting everyone in recognizing their position and appreciating the contributions that everyone at Tesco makes. Tesco assesses the employee's success against each of the Leadership Behaviors and Principles by observations and feedback on values-driven behaviours. Tesco is a great place to work because of the way each employee communicates with their coworkers and supports their customers (Tesco Inspiring Great Performance Every Day, 2015). Embracing the Core Principles and Leadership Behaviors aids the organization in fulfilling its Core Mission – that is mainly "how" employees perform their jobs.  Employees should consider the impact of their actions on others.  Self-awareness will assist them in identifying their strengths and areas for improvement. The following table explains the performance principles of Tesco.
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Figure 1.3 – Performance Principles of Tesco

Tesco's success cycle is structured to ensure that everyone receives the support and appreciation that they deserve. 

Every colleague and their manager agree on three SMART goals at the start of the performance year or the start of a new job. Employees and their bosses will have frequent discussions about results and growth during the year, including progress on these goals.
As mentioned above all colleagues agree on their job description and three, straightforward goals with their boss at the start of the year or when starting a new position. This ensures that they all understand what is required of them at work and how each activity contributes to Tesco's Core Purpose and The Big 6. Colleagues will communicate with their managers regularly during the year to discuss their performance and development (Alfes, Shantz and Truss, 2012).

[image: ]
Figure 1.4 - Tesco Performance Cycle 

The end-of-year performance review is the opportunity for every employee to talk with their boss about their accomplishments and areas for growth during the year. Employee's success is evaluated based on both ‘what' was accomplished and ‘how' it was accomplished. The performance model explains how the overall rating is determined. This helpful tool also ensures that performance reviews are distributed equally and uniformly within the organization.

Since both the "how" and "what" are equally relevant, an overall score will be assigned. If the employee delivers a ‘Miss' on either the ‘what' or the ‘how' for an objective, for example, then they will be given a ‘Missed' overall ranking. Similarly, if they 'Exceeded' on the 'what' and 'Met' on the 'how,' they'll get a 'Met' overall ranking (Tesco Inspiring Great Performance Every Day, 2015).

Daily conversations with the boss during the year ensure that if the employee starts to 'Miss,' the organization will help them get back on track as quickly as possible.   If their performance starts to ‘Miss,' Tesco will do all they can to help their employees get back to ‘Met' by assisting them with their performance phase.
[image: ]
Figure 1.5 - Performance Review for Tesco

[bookmark: _Toc67902331]Conclusion
Since Tesco wishes to expand and diversify, it needs to hire the right people in the right places, because customers' needs and wants differ based on cultural differences. Tesco needs flexible employees who can adapt to change to please customers. Therefore, they have already introduced multiple training and development tools to enhance the performance of their staff members. These programs and tools enhance the knowledge, skills and competencies of the employees. 
Also, the organization focuses heavily on building its employee's careers through career planning. Tesco also carries out a series of performance reviews to all their staff so that employees are given the appreciation they deserve. According to the above report, it is evident that Tesco has successfully improved the performance efficiency of its employees through training and development.    
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