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Introduction
This assignment will be discussing, critically analysing and evaluating three types of development vehicle that’s available to an organisation. This report will also discuss the suitable needs of such development vehicle to the individual. Furthermore, will be discussing effective examples of organisation and critically assessing the capacity, potential, prospect and the future benefit to the organisation and to its individual by using these development vehicles in a professional workplace. Further on in the assignment will be developing a plan by using three vital examples to collaborate with the identified development needs and the expectation of an individual in an organisation. 
Employment development vehicle is described as a process, a way to support the employees where the individuals undergo various training/development programs to enhance their skill set, obtain new skills and knowledge. In today’s professional work environment, the workforce development vehicle is a important factor for employee retaining. Top employee development methods used by organizations most frequently include training programs and leadership development programs. Investments in employee learning and development directly impact employee engagement and productivity, improving overall business success metrics [cornerstone, 2019]
The three-development vehicle chosen for the assignment are:
MOTIVATION – TRAINING – EMPLOYMENT ENGAGEMENT 
The definition of motivation is to make someone keen, enthusiastic to do something, the need or reason for doing something. Basically, motivation is a reason or need for doing something [Cambridge University Press, 2019] 
The definition of training is a procedure of learning a skillset that you need for a job or training for a daily activity [Collins, 2019].
The definition of employment engagement is a work method which ensures conditions for all the members of an organisation to actively engage, to do the best daily, who are dedicated to their values, goals and are motivated, will add success to the each other and the organisation [Macleod, 2019].
The human resource management also known as HRM do a lot of work with employees and organisation in many significate matters. HRM determine the actions, the process of managing, planning the workforce. HRM also coordinate the administrative functionality of small and large organisation. HRM oversees hiring, recruiting, interviewing and firing of employees [Human resource managers, 12/04/2019].
The organisation chosen for this assignment is Tesco supermarket. Will be looking at how Tesco motivate, train and how they encourage employment engagement.  

[image: ]          
Background on Tesco supermarket
Tesco began their journey in 1919 when Jack Cohen started selling surplus groceries from a market stall in the East End of city of London, England. Jack Cohen made his first profit of £1 on his first day from the sales of £4 Telegraph, Tim Clark, and Szu Ping Chan, [04/10/ 2014].
[bookmark: _Hlk13040580][image: ][above] the first Tesco store which was opened in north London, in 1929 by Mr John Cohen [Winterman, 9th September 2013]
The Tesco name first appeared 1924 that’s after five years from Mr Cohen first sale, when Mr Cohen bought a shipment of tea from a Mr T. E Stockwell. The initials and letters from their names were combined to form Tes-co and in the year 1929 Mr Cohen opened his first flagship store Tesco in Burnt Oak, North London.
[bookmark: _Hlk13041333]Tesco continued to rise in the 1930s thereafter Mr Cohen built his warehouse and headquarters in North London, and in the year 1932 it became a private limited company. In the year 1947 Tesco Stores (Holdings) Limited floated it’s share on the stock exchange at the price of 25 pence, [eeph.org.uk; 2019]. Tesco is originally a UK groceries store, Tesco has increased its company globally since the 1990s, with Tesco running its operations in 11 different countries around the world. Since the 1960s, Tesco has expanded into many different areas such as the retailing of toys, clothing, books, petrol, electronics, furniture, software, financial services, telecoms and internet services. In the year 1990s Tesco positioned itself from being a high-volume low-cost retailer with their value range. This expansion, development of attraction was very successful which saw the Tesco chain rapidly growing from 500 stores in the 1990s to 2,500 stores within fifteen years.


1st development vehicle; motivation
Motivation is very important in any organisation. The employees of an organisation is closely connected to the customer so, to provide excellent service and customer satisfaction the employees need to be motivated by the organisation to get the best out of them. If a member of staff is not motivated and is not completely content, satisfied with their job, then their performance will not be effective, they will not provide the customer with maximum care and honesty (Lindner, 1998). Giving a customer the best customer service is very much dependent on the customer service staff. 
Organisation such as Tesco which are engaged in the service industry, such organisations main focus is on their customer services section which means employees need to be motivated and love what they are doing as service employees are directly involved in customer’s gratification which will show and shine in a positive light or in a negative light. 
Tesco supermarket believes that the company depends, hangs on two groups of people, one is the customers and the other is their staff members [Betty Blocks, 2019] 
Tesco very much appreciates that all the staff members are unique and have diversity in their lifestyles outside of work. So, what Tesco does is support their employees with a work life balance and offers great rewards schemes through:
· Flexible work 
· Reduced rate or in some cases free health benefits   
· Gym membership discount 
· Competitive salaries 
· Staff discount 
· Company share options 
Tesco believes that it is crucial to establish respect and trust within their employees. Tesco have found that by appreciating staff members, delivering realistic goals and creating an environment that’s interesting for everybody to work in, it highly increases, intensifies employee’s motivation [The times, 2019]
Furthermore, Tesco motivates their employees with work in partnership scheme with others to attain team, individual aims and goals [The times,2019]. This means if the staff members are highly focused   on customers, their needs, treats customers fairly, and who are dedicated, devoted and determined to receiving feedback from others.

Theory’s in practice by Tesco
In the year 1911 an engineer named Frederick Taylor came up with one of the first motivational management theories [business and management, 2011]. According to Mr Taylor’s study and research, he suggested people only work for money. In the years where car assembly manufacturing growth began, people working on the production line, their tasks was to produce good quality and the job was quite repetitive. Employees were paid on a “piece rate” which meant the employees were paid for every item they produced [tutor 2 u, 2018]. This method of paying their employees by the results was a very good business sense and initiative for their company as the results created greater production but gave very little chance and opportunity for the workers. The employees didn’t have any encouragement, nor did they have time to think for themselves nor did they have any opportunity to be creative in their work. The workers development process was very little and limited within the organisation. 
Tesco has this similarity to Taylor’s theory relating to employee reward package. Where most would agree that financial reward is one of the motivating factors. However, there are many other motivating factors then just money which can motivate individuals in their professional and personal lives. Tesco goes further than Taylors theory and offers a lot more than just financial reward. Tesco backs the diverse lifestyle of their members of staffs through many targeted, relevant, gains and benefits. There are numerous non-financial factors that can motivate the workforce and drive their performance. One of the factors maybe employees wish to help and serve people, there are others who may want to develop their own skillset and reach a higher position on their work. Some individual maybe motivated to be a cricket player or a football player, it doesn’t have to be because of the financial benefit it can be because they have a passion for the sport and love to play. Most often employees are more motivated if they feel content, love and enjoy what they are doing on their work. Employees can love and feel content at the workplace this can happen if the organisation creates a positive working environment where they feel appreciated, valued usually through effective interaction, communication, valuing and asking for the employees input on certain matters, getting the employees involved. To boost the motivation of the employees the organisation can invest through development and training programs. This will increase the skillset; knowledge and it will bring a form of satisfaction in their job. Annually Tesco invites, tempts its employees to participate in the employee’s satisfaction surveys which is called viewpoint, [personal today, 2003] this survey gives the employees the chance to express their opinion, views on all aspect of their work they take part in. The result of the survey helps Tesco to establish the approach they are using is the right method to keep their employees motivated [The times, 2019].
The theory of Maslow and Herzberg explained that employees can be motivated by various factors not just necessarily pay [Hopper, 25th February 2019], this is something Tesco believes in and practices throughout their organisation. Tesco delivers great opportunities for their senior employees and members of staff to be more involved, participating, take a share, greater interest in their employment and work environment. Tesco recognises that every employee is diverse, with a diverse lifestyle, acknowledges the needs of the individuals and their ambitions [Tesco.com, 2019] The review process and Tesco’s training/development programs helps the employees to recognise their accomplishment, well as future potential, ability and development [Tesco.com, 2019]. This form of recognition will highly benefit the individuals with career development and progression. Furthermore, it also has huge benefits for Tesco as this demonstrates that the business can deliver an excellent levels of customer care service through their well-trained, highly skilled and motivated staffs.   
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The theorist Mayo based his assumption on the research conducted with the workers of Hawthorne plant, Western Electric Company in Chicago, USA [Martin, 18th june 2018]. It is known as Hawthorne theory [The times, 2019]. Mayo proposed that boredom, uninterest and repetitiveness of doing a job effectively led employees to a lack of motivation. Mayo considered to motivate employees through making them feel valuable, important, giving employees to make decisions, choices and having the acknowledgement that employees’ have social needs [Goh see khai, 2019]. The theory of mayo is seen to be functioning in Tesco throughout the organisation. Communication is seen significantly an important factor to have a motivated workforce. Such communication can be between 1 on 1 discussion with supervisors, team leaders, managers, via the organisation’s intranet, or newssheets or via a more official arrangement such as assessment and evaluation. At Tesco line managers hold important meeting daily to update members of staffs on the days activities and give awards to their employees. These awards are significantly valuable to motivate members of staffs. These awards are also given from one employee to another, it’s a way of appreciating, and saying thank you to each other on their achievements [the times, 2019]

Potential benefits to motivating employees
A motivated workforce determination will be to work harder and will put in greater effort to achieve their objectives in less time, which will significantly reduce labour costs. A well-motivated employee will require less supervision, direction and will demonstrate satisfaction in their work, which will undoubtably make a greater impact on the customers and colleagues. Motivating future employees create greater attentiveness, concentration in the organisation and will make less mistakes, causing less accidents and will avoid conflict. Also having motivated employees will show greater devotion to the organisation and have less nonattendance. An unmotivated employee will be the conflicting, opposite, will care less, won’t be focused and being dissatisfied with their role in the workplace. This certainly can negatively damage and effect both the quality of the work environment as well as how professionally staff members carry out their roles.




2nd development vehicle; training
Training and development plans are founded on an idea to provide outstanding customer services and care.  Training includes performing all relevant duty inside or outside the organisation in a manner that’s professional. Additional emphasis to the training programs leads to enlargement, growth of the companies. Being professionally effective in these activities, will show proper customer service care is the key point to draw the customers. The most important entity to a business is their customer and customers expectation of the business can change the approach, strategy of the company.  The expectation of the customers are generally such as healthy, secure environment, what the customers likes or dislikes, various demands of customers and providing them with a service that makes them happy and want to return.
Fulfilling the customers’ expectations [mentioned above], the need to effectively train members of staff is very important to and to meet the objectives of the company. The key factor of such training and development program is not only for customers satisfaction but it will highly support organisational growth and development as well.
Below are list the approach to training transmitted by Tesco supermarket. Describing how training needs are identified?
Tesco proposes two types of training program to its employees for better performance and for the growth of their business [Tesco underwriting, 2019].
First type of training is: On-the-job training:
Second type of training is: Off-the-job training:
Shadowing, where the staff member is directed by the person already doing the job.
Coaching, where a selected member of staff or someone in the managerial position will help train workers and inspire them to find compatible solution [Tesco underwriting, 2019].
Mentoring, a well experienced staff member plays an active role on advising the trainee.
Job rotation, taking on full responsibility on the temporary or on a limited basis, in this circumstance the trainee will have the chance to cover their objective and the target role.




Analysis of Tesco’s training and development methods
Tesco’s training programs for their employees is based on split accountability in which every trainee has the responsibility for their development. Tesco’s development line managers deliver any possible help that’s needed according to the training needs that’s been identified by the trainee. There are Tesco workshops that’s arranged to coach and guide the new trainees [training and development programs at Tesco, 2019]. 
Furthermore, to identify that the trainees are getting the best out of these training, development programs, the performance level is regularly reviewed based on the accomplishment and proof shown by the trainee. 
The Tesco line managers gives the substantial feedback to enhance employee’s performance and the employees review the line managers development/training program based on the feedback results. To assess the skills and capability, Tesco encourages member of staffs to ask relevant questions. For instance, how can I achieve to be a line manager or work in a senior position?















Potential benefits: Identifying Training Needs
In a general circumstances development/training essentially is identified and the need for it after the business has set its target to achieve.  For expanding and diversifying an organisation there are two main objectives behind Tesco’s development/training plans. According to Tesco, the right person, in the right place, at right time is needed to attain its objectives [business case studies, 20119].
Based on the potential targets of an organisation, training/development plan are there to achieve their goals. There is indeed a significate need to recognise/identify the activities and to do well in such activities and do well at their performance this reflects in the store employees and the non-store employees requires to have the ability to have different skills set. 
The benefit of Identifying potential employees at these training programs with extensive range of skills sets will be more flexible and much more productivity for the business growth. 
Fulfilling the requirement of different customers at a new site, at a newly opened business needs a clear vision and good understanding of the customers preferences of the stocks. The future benefit of such training plans will help employees to process and do their jobs efficiently based on their training so, they will have good understanding, skills, knowledge, and resource. Benefits of having effective training programs is an effective approach to increasing the growth of the businesses by providing excellent services to the potential customers and training the employees to perform in all the relevant activities professionally. 
Furthermore, the potential benefit of having such training/development programs will increase the effectiveness of employees to a great degree due such training/ development programs. The employees will be in a better position to deal with any difficult situation by applying skills and abilities obtained through these training programs. Well trained employees will be asset, a strength to an organisation and the abilities of good training methods are hugely rising with the passage of time as the it’s a very competitive time.







3rd development vehicle; employment engagaement
Effective employment engagement is the fundamental key to success for any organisations. 
Insufficient employment engagement affects work colleagues’ views as well as the organisations. Tesco Bengaluru actively looks at opportunities where they can improve co-worker’s engagement. There are many inventiveness to engage Tesco’s workforce well as to uphold transparency within the company, with a faultless flow of data [Tesco Bengaluru, 2017] 
Tesco Bengaluru are the only technology and retail operation centre for Tesco worldwide which encompasses a workforce of approximately more than 4000 co-workers. Tesco’s Bengaluru job is to ensure that all the co-workers are involved, engaged and take great pride in their work. Tesco Bengaluru also shared the same challenges as many other businesses shared [below] [Linked In, 2019]. 
The three challenges were:
1. Not enough awareness amongst co-workers regarding the contribution teams was making in larger organisations  
2. No effective communication command between employees and the management/leadership 
3. Not enough motivation and reason for co-workers/colleague to contribute in events/activities/CSR.
Results to these challenges, Tesco Bengaluru planned to engage all their employees through activities based on the gathered data/information collected through colleague surveys and face to face communication. All the engagement activities rotated around 3 objectives. 
1. To effectively establish Tesco Bengaluru as a 1st choice of employer  
2. Making valuable employee connection to Tesco 
3. Building satisfaction, pride and self-respect among the employees. 
The Tesco Bengaluru group have led several initiatives ideas to increase awareness through digital communication, communication movement, events to build business platform for co-workers to engage, to connect with their management/leadership. 
All of this was a constant effort to bring the leadership with regular updates, communication, and effective engagement to assist the drive to participate. Every effort are made to converse accomplishment, sharing success stories, breakthrough and mediating with employees to make sure that they stay well connected to Tesco. 
The main aim/goal of the employee’s engagement programmes include:
· Drive employee engagement 
· Building satisfaction, pride amongst the employees 
· creating fun and organisation, employee - focused activities 
· having a positive impact between the organisation, employees and making them feel inclusive.

Potential benefits to employment engagement:
Employment engagement is very much based on intergrity, reliability, trustworthyness, it’s a collective two-way communication and commitment between an organisation and its members of staffs. It is an effective approach that can increase the chances significantly of businesses to be successful by contributing, a combination of organisational and individuals performance, productivity and well-being. The performance level of organisations and its employees can varie from poor to great. Businesses can certainley be increased if nurtured, trained and with effective employment engagement.
An article published by Bono and Judge states that the meaning of employment engagement is ambiguous, unclear among both academic [ such as school, college, university, etc] and among practitioner [such as doctors, GP, physician, etc] who use it in conversations with their clients. They show, demonstrate that the term is used at different times to indicate, refer to psychological traits, states, and behavioural effect as well as their antecedent and results. 
Drawing on different relevant literatures, it mentions they offer a series of proposal, plans about [a] psychological state engagement; [b] behaviour engagement; [c] trait engagement. Furthermore, in addition, the article states they offer propositions concerning the effects of employment attributes and management/leaderships roles as a main effect on state and behaviour engagement as mediators, moderators of the important relationship between the three facets of engagement. The articles concludes with thoughts regarding the extent of the three facets of engagement and possible antecedents, particularly measuring this via employees’ surveys. Bono, J.E. & Judge, T.A. [2003]
Identifying, recognising the needs of employee engagements, an organisation needs to invest meaningfully in the resource to create an environment where everyone at the company has the trust that members of staffs has the backing, support in the work life and well as off work by the organisation. Implementing employment engagement activities. When considering different types of businesses, its curate business events as well as organisational programmes providing for all its employees. These implementations will bring huge benefit to the employee, will drive the success and growth of the organisation.




















Development plan using the three examples to meet the identified development needs and expectation of an individual.
Employee development plan provides the workforce with greater opportunities, clear vision and direction on how to intensify the employee’s skillsets. careers. Learning new skills will advance, progress an individual’s career. With many of us expanding our skill set, in today’s age there are more options to for development/ training to for employees and the organisation It’s a win-win situation for the employees well as the organisations.

	The aims/goals to learn and archive.
	What needs to be done
	What support, resource needed
	Impact of the objectives 
	Target, review 

	
	
	
	
	

	Training and development for new skills 
	Having effecting training programs 
	Having a mentor to advise/guide 
	Line managers feedback, appraisal report  
	1st of every month 

	Greater depth of knowledge of the organisation
	Research/communicate with other employees in the organisation 
	Internet, colleagues, managers 
	Getting the right knowledge/information about the organisation you work for
	Every 3 months 

	Understanding leadership and widen your horizon.
	Learn from experience managers by observing 
	Those in senior position 
	Mentoring, feedback, appraisal during training programs 
	Every month 

	Being more motivated 
	Enjoying work and getting involved 
	Effective activities created by the organisation to boost the motivation of the employees 
	Work harder and efficiently 
	On a monthly basis 

	Get to a higher/senior position  
	Work hard, learn new skills and be more motivated. 
	Obtain, develop more knowledge, get help from organisations training programs 
	Working at a higher position and get paid well 
	Feedback and review on a monthly basis 
















Conclusion
To conclude this report, the key factor to having a good effective relationship between the employees and organisation is having a motivated workforce, organisation this will strengthen the bond with each other. Individuals who are well motivated, well trained and have a good sense of employment engagement in the workplace will have a huge positive impact on themselves and the organisation. These development vehicles will highly inspire better workplace environment and a more valued environment as this is demonstrated by big organisations like Tesco. Constructing a meaningful bond, relationship within a professional workplace is very significant for the employees and the organisation.
There are numerous components that add, contribute to robust, strong, positive workplace relationships. Just to name a few, some of them are – reliability, trust, respect, and of course employing and hiring the right individuals.
Workplace relationship is utmost important.  We as individuals, human beings need personal touch, support, backing, meaningful bond, friendship, contentment and happiness. Tesco supermarket have shown this in many aspects. In current day where we spend so much time with phones, tablets, devices, etc, the need of interaction and engagement between employees in an organisation is important more than ever. Strengthening these relationships will inspire, enhance better work ethics and will create a valuable environment.
Constructing meaningful relationships within a professional workplace is of great importance for all member of staffs. Organisations are understanding the significance of social dynamic in the workplace relationship. Such relationship needs to exist through motivation, effective training and they need to be constructed on solid foundation where they can have a successfully engaged employees.
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