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[bookmark: _Toc37672104]1. Introduction 
The employees of an organisation can be considered as one of the most valuable resources which play a critical role in the overall success an organisation. In most cases, employees of an organisation largely helps to create and maintain a competitive edge in the industry. However, to keep up the performance of the employees, an organisation needs to consider a range of employee training and development activities (Maund, 2001). By implementing appropriate training and development programs an organisation can develop the skills and knowledge base of its employees which in turn can help to improve the overall performance of the organisation. To learn and understand more about employee development and workplace achievement, this report has been prepared based on Tesco plc. The report starts with the benefits that an organisation can get by developing its workforce. Then it shows how an organisation like Tesco can manage personal development expectations of the employees. The following section shows the development vehicles that are appropriate for an organisation like Tesco. The final section of the report shows a personal development plan and development strategies that an organisation like Tesco can undertake for the development of its employees.
[bookmark: _Toc37672105]1. 1 Brief overview of Tesco plc
Tesco plc is the largest supermarket chain in the UK serving millions of customers each week. Jack Cohen established the company in 1919 as a group of market stalls in the East End of London. Now the company operates across thirteen countries including Ireland, Hungary, Thailand, and many Asian and European countries. The worldwide operation of the company is managed and regulated by its headquarters in Welwyn Garden City, UK. The company has been able to achieve the leading position in the UK’s supermarket industry by acquiring 27.4% market shares of the industry. The company has been given the name Tesco in 1924 after Cohen made T. E. Stockwell a partner of the company. However, the first Tesco store was opened in 1929 and after that the company has been grown up through taking different expansion and growth strategies. Now, it has been a market zleader of the UK’ supermarket industry with around 450,000 employees and around £56 billion of annual turnover (tescoplc.com, 2020).


[bookmark: _Toc37672106]2. Potential benefits of developing individuals in the workplace of Tesco
The individuals, in general, refer to an organisation’s employees who play a critical role in leading the organisation towards its goals and objectives, especially when the market is very competitive. To be more specific, each and every function of an organisation is run and administered by its employees (Wooldridge, 2014). Therefore, by developing the employees, an organisation like Tesco can improve its overall performance and competitive position in the market. However, the following section critically assess the benefits that Tesco can obtain by developing the employees:
1. Improved employee performance: By developing employees through different training and development programs, Tesco can improve the overall performance level of the employees. Basically, the employee development programs will help the employees better understand their roles and responsibility as well as increase their knowledge base about carrying out the given responsibilities (Harrison, 2009). This, in turn, improves the overall performance of employees which is especially important for organisations like Tesco to keep its leading position in the market.
2. Improved job satisfaction: The employees who get the opportunity to be a part of the development program tend to exhibit more satisfaction towards their job more than others. This is because the development programs help them overcome their weaknesses and increase their confidence in carrying out the given responsibilities in the desired way (Maund, 2001). Besides the development opportunities make them feel appreciated and respected in the organisation. As a result, they tend to exhibit more job satisfaction than others and perform comparatively better than others.
3. Reduced employee turnover: In most cases, employees switch over from organisation to another just because of the lower level of job satisfaction (Armstrong, 2009). The prior points have revealed that by providing appropriate training and development opportunities, an organisation like Tesco can easily increase job satisfaction and reduce employee turnover. In this way, Tesco can reduce its recruitment cost to a large extent.
4. Increased innovation and quality standards: Almost all types of training and development programs help the employees to increase their knowledge base and creative skills (Mondy and Martocchio, 2015). Thus they can help their organisation by providing creative and innovative ideas regarding bringing new products or processes or maintaining quality standards in a more efficient way. Both innovation and quality standards play a critical role in helping an organisation to create a competitive edge in the market. So, by providing development opportunities, Tesco can encourage innovation among employees and leverage the innovation to maintain its competitive edge in the industry.
5. Enhanced company reputation: Having a strong workforce is one of the major factors driving the reputation for an organisation. An organisation can create a strong workforce by developing and implementing a sound and competitive employee development program (Mondy and Martocchio, 2015). Besides, organisations with a sound and competitive employee development programs can attract the most competent potential recruits. This indicates that Tesco has the opportunity to further strengthen its reputation by developing the individuals working for the company in different places.
The discussion made above clearly indicates that an organisation like Tesco can receive a number of benefits by developing its employees. Of course, to develop the employees, Tesco will have to make an investment in developing and implementing training and development programs. However, if it can successfully develop the individuals, the cumulative benefits of the development are expected to exceed the investments. 
[bookmark: _Toc37672107]
3. Managing an individual’s expectations in respect of personal development 
To manage the personal development expectations of the individuals, different organisations may have different approaches and methods. However, there are several things that are more or less common in those approaches and methods. To be more specific, in most cases, personnel development management starts with assessing the expectations and requirements of an individual (Rees, Porter, and Christine. (2015). Then the following steps involve providing career guidelines and pathways and managing the development need. The following section shows how Tesco can manage an individual’s personal development expectations:
[bookmark: _Toc37672108]3.1 Examining the expectations and requirements of people at Tesco
The first step in managing an individual’s expectations regarding personal development involves examining his/her expectations and requirements. To examine the development expectations and requirement, an organisation like Tesco can take into account the concepts of the following model: [image: ]

Figure 1: Needs and Expectations of employees at work (Osabiya, B., 2015).
The above figure shows that the expectations and requirements of people at work can be divided into three broad categories which are economic rewards, intrinsic satisfaction, and social relationship. 
1. Economic Rewards: The economic rewards are basically extrinsic rewards which include pay, security, fringe benefits, pension, service contract, promotion, etc. In other words, the economic rewards are basically tangible rewards that are necessary to keep an employee motivated towards his responsibilities (Bartram and Gibson, 2011).
2. Intrinsic satisfaction: The intrinsic satisfaction is basically concerned with psychological rewards such as recognition, achievement opportunity, autonomy, belongingness, etc. (Barbazette, 2010). The intrinsic satisfaction is largely influenced by the attitude of employees, the type of job they are doing, and the future expectation regarding the career.
3. Social relationship: The social relationship basically refers to the relationship that an employee possesses with others within the organisational set-up as well as with his/her group and team members (Bartram and Gibson, 2011).  In most cases, the overall performance of an employee is largely influenced by the relationship he/she maintains within the organisational set-up.
Though the set of expectations and requirements of people are very complex and variable, the three categories mentioned above include most of them based on which an organisation can take appropriate initiatives to manage them accordingly.
[bookmark: _Toc37672109]3.2 Administering people in accordance with guidelines and career pathways
After examining the expectations and requirements of employees, in the next step, an organisation can administer the employees based on career pathways and guidelines. The prior step has revealed the type of expectation and requirement that an employee usually tend to have. Basically, the extrinsic factors such as promotion and intrinsic factors such as achievement opportunities, recognition, and autonomy play a vital role in administering people based on career guidelines and pathways (Baker, 2014). To appropriately administer employees in accordance with career pathways and guidelines, Tesco can consider the following points:
· Establishing and implementing fair promotion policies and procedures: In the first step, Tesco should analyse the expectations and requirements of the employees with respect to intrinsic satisfaction and economic rewards (Dessler, 2020). Then based on the findings, it should establish fair and workable promotion policies and procedures. Then it should implement the policies and procedures to meet the expectations and requirements of the employees with respect to intrinsic satisfaction and economic rewards.
· Facilitating promotions through coaching and guidelines: Establishing and implementing fair promotion policy policies is not enough for an organisation like Tesco. In other words, an origination like Tesco should also take appropriate initiatives to provide career development-related coaching and guidelines to the employee to facilitate the promotions process (Mankin, 2010). In fact, it will help the employee understands what the company expects from him/her in return for promotion opportunities. 
· Helping newly promoted employees: In most cases, employees find it difficult to cope with their new positions after getting promotions. So, to make the transition process smooth, an organisation like Tesco should also provide the newly promoted employees with guidelines and coaching facilities to help them cope up with the new positions.
In general, administering employees with respect to career pathways is a very complex process and different organisations may have different approaches. However, by following the above points, Tesco can administer its employees in accordance with career pathways.
[bookmark: _Toc37672110]3.3 Managing career development of people at Tesco
Career development from an organisational perspective refers to the lifelong series of initiatives and actions that contribute to a person’s career establishment, success, and fulfilment (Clifford and Thorpe, 2014). So, from an organisational perspective, the management of career development involves managing the career development initiatives that allow the employees to develop their skills and interest to contribute to their career establishment and success. To manage the career development of employees, Tesco can consider the following steps:
Step 1: Tesco can start the career development management by identifying the career goals of the employees. This is because the career goals can help the company to develop an effective career development plan. At the same time, it should also ensure that the career development plans match the organisational needs and expectations.
Step 2: In the second step, Tesco should help the employees understand how they can develop themselves within their current roles and exploring opportunities within those roles. In most cases, employees can grow by learning skills and gathering experiences from their current roles (Dessler, 2020). Besides, Tesco should also examine how well the employees are growing themselves within their current roles to understand their eligibility for further development.
Step 3: For better management of the career development of employees, Tesco should consider using career calisthenics which means providing employees with career pathway coaching, mentoring, guidelines, and other learning opportunities throughout the organisation. In the case of providing learning opportunities, it can attach the potential employees with experts within the company so that they can learn and develop their skills and knowledge.
Step 4: Finally, it should take adequate initiative to provide the employees with room for growth within the company. The prior steps basically help employees to gather adequate skills and experiences which need to be supported by providing them with career growth opportunities within the company. Otherwise, it will not be able to retain the employees and all the efforts made in the prior steps will be a waste of time and money.
So, by following the above steps, Tesco can successfully manage the career development of the employees by fulfilling the expectations and requirements of them as well as aligning the organisational needs and goals with them.
[bookmark: _Toc37672111]3.4 Techniques that Tesco can use for formal appraisal and supervision
There is a range of traditional and modern techniques for supervision and formal appraisal that Tesco can take into account to better manage and administer its workforce. Some of the most used techniques are explained below:
1. Ranking method: The ranking method is one of the most used traditional techniques for formal appraisal and supervision (Williams, 2006). This is also considered as the simplest technique for supervision and formal appraisal. The application of this technique requires comparing the performance of the employees with each other and then ranking them from the best to the worst. The raking then allows the manager to supervise the employees as well as appraise their performance in a formal way. 
2. Grading technique: In the case of grading technique, certain grading categories are established against which the performance of the employees is supervised and appraised. In most cases, three grading categories are set which are outstanding performance, satisfactory performance, and unsatisfactory performance (Williams, 2006). Each of the grading categories is basically established based on many criteria related to the skills and performance of the employees. The rating achieved in each of those criteria finally decides the performance of the employees with respect to the set categories which is then used to finally supervise and appraise the performance of the employees.
3. Check-lists method: In the case of the check-list method, a check-list statement is prepared, based on a series of questions that can be answered with ‘yes’ or ‘no’, by the HR department (Mankin, 2010). Then the check-list is provided to the rater who ticks on the answers questions of the checklist based on the performance of the employees. Once the checklist is completed, it is sent back to the HR department. Then the HR department appraises the performance of each employee based on their respective check-list statement.
4. Management by objective (MBO): MBO is one of the most used modern techniques for formal appraisal and supervision of the employees (Clifford and Thorpe, 2014). The application of MBO requires the HR department of an organisation to go through the following steps:
i. Setting goals 
ii. Setting performance standards
iii. Comparing the performance
iv. Conducting periodic review 
In the case of setting goals, the managers and employees jointly set goals which are to be achieved by the employees. Then the performance standard is set to let the employees know what needs to be done to reach the set goals. Then the actual performance of the employees is compared with the expected performance in order to find out whether there is any deviation between them. In the final step, periodic review is carried out and initiatives are taken to eliminate any deviations between actual and expected performance. This is how the formal appraisal and supervision is carried out in case of MBO.
5. 360 - Degree appraisal: This is another modern technique for formal appraisal and supervision of employees. In this case, the performance of an employee is appraised by his/her supervisor, peers, subordinates, and even customers with whom the employee interacts as part of his routine tasks (Baker, 2014). All of these appraisers basically participate in a survey to provide relevant information and feedback based on which the performance of the employee is finally appraised and supervised.
[bookmark: _Toc37672112]3.5 Methods that Tesco can use to ensure fair and objective appraisal
The prior section basically shows the techniques that are available to Tesco to carry out formal appraisal and supervision of the employees. However, to ensure fair and objective appraisal/assessment of employees, Tesco can consider the following methods:
Developing a fair and objective appraisal structure: Tesco can ensure fair and objective assessment of employees by building a fair appraisal structure. Developing a fair and objective appraisal structure involves setting the performance appraisal system based on current and accurate job descriptions which help the employees understand what roles are expected of them (Leatherbarrow and Fletcher, 2014). Besides, it also involves a clear explanation of criteria that will be used to assess the performance of the employees.
1. Preparing a fair appraisal report: In most cases, the performance of employees is appraised based on the observations of a limited period of time which cannot reflect the actual performance of employees between appraisals. Instead, the performance of employees should be observed and recorded in a systematic way over the entire period between appraisals so that it can help to assess employee performance in the most fair way possible (Harrison, 2009).
2. Providing training to the appraisers: In order to make the appraisal and assessment process fair and objectives, it is important for an organisation like Tesco to provide the appraisers with some formal training. The training will help the appraisers better understand the goals of the appraisal as well as how to conduct the appraisal process in a fair and objective way.
There may be other methods for ensuring the assessment/appraisal process fair and objective. However, by the following methods explained above, Tesco can ensure fair and objective assessment/appraisal of employees.
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In general, development vehicles refer to the training and development efforts that an organisation undertakes to meet the development needs of its employees. There are different types of development vehicles an organisation like Tesco can consider to meet the development needs of the employees. However, not all development vehicles may not be appropriate for Tesco. This is because employees of different organisations may have different types of development needs, so should be met by undertaking different types of training and development efforts (Rees, Porter, and Christine, 2015). Besides, organisations differ from one another with respect to their corporate setting, culture, and structure that is why the training and development vehicles of them may vary from one another. However, the following section presents a range of training/development opportunities including learning styles that Tesco can consider to meet the development needs of the employees:
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Though there are a number of training/development opportunities available to Tesco, not all of them are appropriate. That is why considering the development needs of the employees following section offers the most relevant training/development opportunities:
1. Orientation: Orientation is one most common types of training/development efforts that are undertaken by an organisation as a one-time event to formally welcome and introduce the new employees (Baker, 2014). The orientation is basically designed to help the new employees understand their roles and responsibilities as well as get introduced to the people they are going to work with. Besides, orientations also let the new employees understand the company vision, mission, and values, organisational structure, corporate culture, leadership structure, compensation and benefits plans, reporting requirements, and the key corporate policies and procedures.
2. On-boarding training: The on-boarding training is basically designed by the department leader of an organisation focusing on the technical aspect of the job. On-boarding training in most cases starts from the first day of employment and goes on for a predetermined period of time (Clifford and Thorpe, 2014). The goal of such training is to help the new employees remain engaged and develop the required skills and knowledge to carry out their assigned responsibilities in the desired way. In many cases, people get confused about orientation and on-boarding training as by definition they almost mean the same thing. However, they are not the same thing because orientation is designed to help the new employees get introduced to the organisation whereas on-boarding training helps them develop the necessary skills to carry out their duties.
3. Job rotation: Job rotation is one kind of on-the-job training program where an employee is provided with the opportunity to rotate their jobs between themselves so that they can learn and develop new skills (Noe, 2011). Organisations like Tesco in many cases shift employees from one department to another department or from one role to another role so that they learn new skills that can contribute to their career development. Therefore, Tesco can implement this training program within its corporate set-up to allow the enthusiastic employees to develop and enhance their skills and knowledge.
Technical skills development training: Technical skills, in general, refer to the know-how doing of regular tasks of an employee. There is always room for improvement in the technical skills of employees. So, to improve the technical skills, an organisation like Tesco can develop and implement appropriate training programs based on the type of technical skills the employees of different departments need (Harrison, 2009). To be more specific, the employees of Tesco need technical skills such as communication skills, computer skills, customer service skills, mathematical skills, selling skills, and so on to carry out their regular tasks. So, Tesco can develop and implement training programs to develop these skills.
Coaching and mentoring: In many cases, coaching and mentoring programs can be undertaken to meet the development needs of the employees. In this case, a coach or mentor carries out the training session to help the employees develop their skills and find growth opportunities which can, in turn, help an origination to increase employee engagement and job performance (Rees, Porter, and Christine, 2015). So, to help the employees develop their skills and knowledge, an organisation like Tesco can carry coaching and mentoring programs with the help of an expert and skilled employees or professionals.
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In general, learning styles play an important role in the overall success of a training/development program. This is because different employees may be comfortable with different learning styles (Mondy and Martocchio, 2015). Tesco can use three different learning styles to effectively train employees according to their learning styles. The learning styles are as follows:
1. Aural learning style: The aural learning style is most suitable for the employees who can learn best through hearing information and directions. So, Tesco should train the employees with good listening skills through aural learning style.
2.  Visual learning style: The visual learning style is suitable for the employees who can learn best through visual observations. Therefore, the visual learners should be trained by implementing training programs based on PowerPoint presentations containing charts, graphs, figures, maps, diagrams etc.
3. Kinesthetic learning styles: The Kinesthetic learning styles are appropriate for the employees who can learn best through gathering on the job experiences and skills. Therefore, Tesco should train and develop kinesthetic learners on the basis of on-the-job training and development such as workshops, job rotation, and so on.
So we can see that different employees may have different preferences over the learning styles. So, Tesco should develop and implement training/development programs based on the learning styles of its employees.

[bookmark: _Toc37672116]5. A detailed plan to meet the identified development needs of an individual at Tesco and the management of performance
An organisation, in general, instruct an employee to create a personal development plan (PDP) so that it can meet the identified development needs of the employee in a better way. The PDP clearly shows the key area of development as well as the development activities to be undertaken to improve the existing skills or acquire new skills (Barbazette, 2010). However, before preparing such a plan, an employee needs to carry out a skill analysis so that he/she can properly identify the learning and development needs. The following section presents a PDP of an employee of Tesco based on which the necessary training and development efforts were undertaken:
16


	What are my development objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my  objectives

	To increase my communication Skills
	1st priority
	Formal training, seminar, mentoring, and workshops,
	Support from managers and colleagues
	June 30, 2019
	June 17, 2019

	To increase my analytical skills
	1st priority
	On-the-job training and coaching
	Support from managers and colleagues
	June 30, 2019
	June 23, 2019

	To increase my computer skills
	1st priority
	Formal training, on-the-job training, and coaching
	Support from managers and colleagues
	July 31, 2019
	July 25, 2019

	To increase my problem-solving skills
	2nd priority
	On-the-job training, coaching, and mentoring
	Support from managers and colleagues
	August 31, 2019
	August 31, 2019

	To increase my decision-making skills
	2nd  priority
	On-the-job training, job rotation, coaching, and mentoring
	Support from managers and colleagues
	September 30, 2019
	September 20, 2019

	To increase my teamwork skills
	2nd  priority
	Job rotation, and on-the-job training
	Support from managers and colleagues
	September 30, 2019
	September 30, 2019

	To increase my leadership skills
	3rd  priority
	Coaching, mentoring, job rotation, and on-the-job training
	Support from managers and colleagues
	November 30, 2019
	November 30, 2019

	Review Date: 31 December 2019


Table 1: Personal Development Plan (Self-creation).

[bookmark: _Toc37672117]5.1 Career development strategies available to Tesco 
A range of organisational strategies are available for Tesco based on which it can facilitate the development of its employee career. The following section presents some of those strategies which are relevant for an organisation like Tesco:
1. Career information and pathing systems: An organisation like Tesco can develop and implement career information and pathing systems based on which employees can identify and understand the career opportunities within the organisation. (Bee and Bee, 2003). Today, computer technology has made the implementation of such a strategy very easy and convenient. Based on computer programs Tesco can easily present the available career development opportunities to the employees and allow them to take advantage of those opportunities. 
2. Skills assessment and continuous training: To facilitate the career development of employees, organisations like Tesco can periodically assess the skills of the employees and then design appropriate training and development strategies that can enhance those skills.  To carry out the skill assessment process Tesco can develop assessment centers or outsource professional services. 
3. Career counseling and development workshop: By providing career counseling to the employees and carrying out career development based workshops, an organisation like Tesco can facilitate the career development of the employees (Mondy and Martocchio, 2015). In most cases, organisations hire specialists to provide the employees with career counseling. However, an organisation like Tesco can carry out development workshops for the managers so that they can learn how to how to provide career-based counseling to the employees.
Except for these strategies, there might be other organisational career development strategies that an organisation can undertake to facilitate the development of its employee career. However, the application of the aforementioned strategies can also produce the desire results.




[bookmark: _Toc37672118]Conclusion 
The report concludes that there a number of benefits that Tesco can get by developing the individuals working within its workplace. These benefits can largely help the company to maintain its competitive edge in the industry. To develop the employees, there is a range of development vehicles that Tesco can consider implementing. However, not all the development vehicles are appropriate for all employees which means different employees may require implementing different development vehicles. However, before implementing the development vehicles, it should carry out an analysis of the skills of the employees who will take part in the development plan. In this case, it can allow the employees to prepare a personal development plan under the supervisor of its managers so that it can adopt appropriate development strategies for each of them.
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