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[bookmark: _Toc47544805]Introduction 
Organisation is a place of amalgamation socio-cultural diversities of various types of employees hailing from different demographic background. Therefore, as per the topic, the study will cater the need to engulf the knowledge regarding the area of variant types of developmental tools to adhere the mission of the company. In addition, the project will share the knowledge about the importance of the different types of plans related to the succession, performance and planning in relation to the HR of the company. 
Tesco is a popular name in the world of multinational organisation in the retail industry. The headquarters of the esteemed retail store is in Welwyn Garden City, UK. The company holds huge variety of products in grocery and household items (tesco.com, 2020). In addition, the company follows private ownership pattern with the CEO of the firm, Dave Lewis. Speaking of the employees, the company hold more than 400000 staffs with the annual generation of revenue is more than 50 billion British pound. 
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1) Critically evaluate development vehicles available to your organisation and explain the extent to which you think they are appropriate in meeting the development needs of the individual. 
Examining the expectations and requirements of people. 
The primal reason for the requirement of the job is to mitigate the personal as well as professional need in their personal livelihood. Therefore, as per the implication of the Maslow theory, it satisfy the above context to in the given scenario. 
[image: ]
Figure 1: Maslow theory
(Source: Healy, 2016)
The Maslow hierarchical theory is divided into five sections in a pyramid structure. The final grid defines about the accomplishment of the physiological needs like food, lodging, clothing and many more of the employees of the firms like Tesco. The second section delivers the information regarding the importance of the safety and security in decrement of the staff retention and enhancement in their job role. In addition, the middle portion defines the knowledge about the importance of the job in the accomplishment of the fulfilment of the social duties as well as responsibilities (Healy, 2016). Furthermore, in the second last grid, the graph narrates about the indulgence of the expectation by the employees of the firm from the companies like Tesco. It heed to the inclusion of the recognition, expectation in the salary increment and many other aspect that creates enthusiasm and motivation in the mind of the workers for better narration of the job. In addition, it helps in the creation self esteemed in adherence to the inclusion of the loyal towards the companies like Tesco. In the last section, the application of the model helps in the generation of the self-realisation about the importance of the knowledge, job and the role of fulfilment of expectation in regarding job satisfaction. 
Administering people in accordance with guidelines and career pathways.
In context to the adherence to the goal and the career path in an organisation unlike Tesco, the HR of the company provides the special opportunities for the employees of the company. In this scenario, the staffs of the company underpin the opportunities that heeds to the Tesco, supports the workers to gain the success apart the assigned work (tesco-careers.com, 2020). Moreover, the HR and the senior management of the company takes special care in drawing and shaping the career prospective of the workers of the firm along with switching to different arena. In accordance to the introduction of the new training as well as learning programs the HR of the companies unlike Tesco, heed to the specialised and market-suiting activities in the induction period. The formation of the guidelines in the career path leads to the increment of the job satisfaction among the staffs along with the growth in the career of the employees of the company.
Managing career development of people
HR of Tesco has the responsibility of managing the career development of employees in the organisation. The organisation can improve proficiency of employees through the encouragement in career development. 
Super’s Career Development Model
In accordance with Super’s model, there are five stages and they can be stated as growth, exploration, establishment, maintenance and decline (Wehmeyer et al., 2019). An individual gains the basic knowledge in its growth stage and exploration helps to achieve skills. HR of the Tesco is required to handle the employees in their establishment and maintenance stage. Employees develop skills in accordance with their job roles through the help of HR in establishment stage. Training sessions are implemented by Tesco for improvement of efficiency of employees. It can gradually help the entity to enhance the efficiency of employees and they will be able to achieve organisational goals. HR of the organisation must analyse the performance and loyalty of employees for promotion. Continuous development and promotions are required by employees in maintenance stage. Finally, Tesco has the responsibility of proving the brand loyalty towards the employees in their decline stage by providing them “Retirement Savings Pension” (usdaw.org.uk, 2020). In this method Tesco can be able to support its employees in career development.
Managing performance and succession planning. 
Performance management refers to the analysing the set of activities performed by employees in the organisation for the achievement of goals (Cappelli and Tavis, 2016). Succession planning is the process of identification and development of leaders in the organisation to replace the existing employees. Performance management can ensure the fair wages to employees in Tesco. HR of Tesco can motivate employees to develop leadership skills. Improvement in the leadership qualities of employees will be possible through the help of succession planning. 
Adam’s Equity Theory
Performance management of employees in Tesco is possible through the application of Adam’s theory by HR in the organisation. Balance between input and output of employees can be managed by HR in Tesco. Inputs of employees can be stated as effort, skills, loyalty and performance. HR must provide equivalent output such as wages, bonus, promotion and recognition to motivate them (Ryan, 2016). It can help them in adoption of new skills and growth in their efficiencies as well. Development of leadership skills will be significant for succession planning and that can be facilitated by this theory in Tesco.
Support structures within the organisation 
Organisational structure can be supported with the help of HR of Tesco. Maintenance of the organisational culture and its integrity is the responsibility of HR. Positive culture must be developed by HR in Tesco. The employees are required to adopt cultural notion from the HR of the organisation. Tesco follows up hierarchical structure in its organisation. Therefore, the entity is required to maintain a strong communication among employees. HR of the organisation is responsible for the improvement of the organisational structure along with the culture in the entity (Cai et al., 2018). Task and role culture can be implemented by HR in Tesco to delegate the jobs among employees. Improvement in motivation and efficiency among employees is possible with the help of this aspect.
Techniques for supervision and formal appraisal
Supervision techniques required to adopt by an HR can be stated as administrative, clinical and supportive. Performance and behaviour of staffs in Tesco can be analysed with administrative supervision technique (Müller et al., 2020). Clinical technique can monitor skills, knowledge and attitudes of staffs in Tesco. HR is responsible to manage the performance of employees by providing them support in their work process.
Formal appraisal is the assessment of the performance of employees in an organisation. Supervision is the process of monitoring the enactment of employees. HR of Tesco can use behavioural checklist for formal appraisal of staffs. Supervisors will be able to evaluate the performance with two perspectives of “Yes” and “No”. It is a simple approach however, no details regarding the behaviour and performance of employees will be available through this. 360 degree feedback can be used for evaluation of performance by HR of Tesco. Feedback from the internal and external stakeholders can be obtained in this method (Denisi and Murphy, 2017). Conversely, it can provide the knowledge of performance of employees to the external stakeholders. Pre-determined criteria is being used for assessment of employees in rating scale method. Job performance along with behaviour of employees in Tesco can be maintained with the help of this method. On the other hand, misunderstanding can be created in respect with good and poor results.
Methods of ensuring fair and objective assessment/appraisal.
 HR of Tesco can obtain feedback and comments regarding employees from stakeholders of the organisation. It is the responsibility of HR to implement fair and transparent appraisal process of staffs. Self-assessment can be conducted by employees of Tesco. HR is required to trust them on their performance note. Verification of comments and feedback of stakeholders is essential before the judgement. HR must be empathetic towards its employees. It will be beneficial on the appraisal process. Honest feedback is required to be provided. HR is responsible for informing the stakeholders about the importance of the feedback. It will be essential for the organisation to maintain the integrity of the feedback (Cesário and Chambel, 2017). In addition to that, the organisation maintain that the organisation does not practice ineffective methods for evaluation of performance of staffs. It will be beneficial for HR of Tesco in assessment of the performance of employees. In addition to that, the fairness in evaluation and assessment system will help the HR of Tesco to maintain the integrity among staffs. Employees of Tesco will be motivated through the help of the fair assessment system in the organisation. Performance appraisal system must be transparent to encourage staffs in the organisation for their performance. Teamwork can be fostered among employees through the help of the fair appraisal system.
Methods to monitor evaluate and record individual feedback. 
HR of Tesco must start with a positive approach in case of providing individual feedback to employees. It will help the employees to get a positive outlook regarding the performance and organisation (Pradhan and Jena, 2017). HR will be able to prevent the chances of de-motivation among staffs through the help of individual feedback In case of monitoring individual feedback, HR of Tesco must avoid sandwich method. Instead of that, HR can use empathetic behaviour towards the staffs. Communication with individual employee of Tesco is important for monitoring the feedback. Judgement must be provide to employees. Additionally, HR of Tesco can use credibility to motivate employees.
Reporting performance appraisal including the importance of confidentiality. 
Performance appraisals must be maintained by supervisors of the workplace. Tesco is responsible for assessment of the performance of employees. In addition to that, performance appraisal of the employees will be required for the development of the skills and work efficiency (Nazir and Islam, 2017). Supervisors of each department will be required to maintain the assessment of performance of staffs in each department. They are required to report the improvement of employees to managers of Tesco. Managers are responsible for the providing the rewards for improved performance. Promotional decisions will be adopted by employees in the organisation. Performance assessment, feedback and rewards must be kept confidential in the organisation. Otherwise it can create de-motivation among employees. Conflicts among staffs can be reflected in the organisation due to lack of confidentiality.
Learning styles and the range of training/development opportunities available. 
HR of Tesco will be able to provide training opportunities to the employees of the organisation. Training facilities of the employees will be efficient for employees to improve their performance in the organisation. Tesco will be able to conduct training sessions in the organisation. In addition to that, improvement of the performance of the employees will be possible with the help of the training opportunities provide by the employees. Different learning styles are available in the organisation. Employees will be able to learn from these styles.HR of Tesco will be capable of improvement of training through the application of these styles. “The Student” learning style is an important approach that can be adopted by HR of Tesco. It can help the employees to learn the basic skills required for the job role. Projects can be handled by employees in this aspect. Additionally, employees will be able to adopt problem solving skills (cornerstoneondemand.com, 2020). HR of Tesco can be able to apply “The Independent” learning style in the organisation. It will help the employees to learn different skills from their home. Employees of Tesco will be able to choose their flexible timing for learning and development. HR of Tesco can opt for “The Conventionalist” approach of learning style. It can encourage and motivate employees in their continuous learning. “The Hands-on Learner” is a learning style can be provide by great mentor. HR of the organisation will guide employees in their learning and development.
Mechanisms to provide appropriate feedback to individuals. 
Constructive, praise and criticism are the different mechanisms for the feedback for staffs in the workplace. HR of Tesco can use constructive feedback to provide positive, negative and positive feed forward and negative feed forward. Negative feedback suggests to change the attitude and performance of employees. Positive feedback focuses on the improvement of efficiency and quality of employees in Tesco. Besides that, negative feed forward feedback must be corrected by employees. Positive feed forward feedback must be practiced by staffs in Tesco. Praise is regarded as another type of positive feedback that must be provided to employees in the organisation (Lefroy et al., 2017). Positive comments can be helpful to improve self-esteem and self-efficacy among staffs in the entity. Criticisms are used to provide negative comments to staffs in the organisation. This can be helpful for correction of the employees. Scope of improvement of staffs can be highlighted through the help of this type of feedback.

2) Develop a plan to meet the identified development needs and expectations of an individual. 
Career development is important for individuals because it helps to boost the efficiency of the employees so that overall working environment of the venture can be boosted. In addition to that, skills need to be developed so that more opportunities the career needs to fulfil the expectation of the management have been discussed below: 
	Specific 
	Measurable 
	Achievable
	Realistic
	Time frame

	 To boost the communication skills
	 Through the relation between management and employees the effectiveness of communication can be analysed
	The communicable skills can be achieved by taking part in group and individual discussions
	It  has been noted that other employees of Tesco have improved their self confidence level through effective communication
	2 months

	To improve the time management skills 
	Time management skills can be analysed by noticing the duration of completing a work
	Time management skills of HR professional can be achieved by completing work within strict deadline. Furthermore, time management skills can be improved if the employees complete the task as per their importance
	It has been noted that management of Aldi and Asda has formed time table so that their employees can complete their work as per their importance 
	2 months

	To develop their technological skills
	Technical skills can be measured if the employees are able to solve the glitches in a smooth manner
	Technical knowledge of HR professional can be achieved through regular training session along with on hand job training.
	 It has been noted that competitors of Tesco boosts the technical skills of the employees by providing them regular training. In addition to that, through on hand training technical skills can also be developed.
	2 months


Table 1: SMART
(source: Created by the learner)
Analysis
After conduct the smart table it has been noted that employees need to be trained on regular basis so that their efficiency level can be boosted. In addition to that,, efficient employees are provided with new opportunities so that they can utilise their skills. For instance, for future development the communication skills of employees need to be improved. The communication skills can be improved if an individual takes part in individual and group communication. On the contrary, at times, the communication efficiency also get affected if the self confidence of individuals reduces. Language barrier can also create loopholes in communication. In addition to that, time management skills can be improved if the employees perform their tasks as per their importance. Time management also helps management to provide timely service to the customers. Lastly, technical skills of employees also need to be improved. For instance, management can recruit new employees from IT background so that IT skills of the employees can be boosted. However, it has been noted that digital divide can be created within employees due to technological lack backs


Conclusion 
The maintenance of increment of proficiency in the developmental programs helps in aiding better working quality and fulfilment of dreams of company. In addition, the study narrates about the techniques and method to adhere in the area of growth of the employees in their career. This helps in the escalation of the career development of the employees, establishment of the relationship with the company. Moreover, this specific project aids catering the information related to the developmental plans for mitigating the expectation of the customers. Therefore, the systematic utilisation of the planning, models and theory adds as an extra advantages for the betterment of the employees. 
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