


Developing Relationships and Workplace Achievement
                               BMSW5102





Name: Chekina Makasi
Student ID: 1707314
Module name: Developing Relationship and Workplace Achievement 
Module tutor: Nandish Patel
Module code BMSW5102

Word count 2231



[bookmark: _Hlk67558035]


Table of Contents
Introduction	3
Profile of the Tesco Company	4
Critical Evaluation of Development Vehicles Available for Tesco Company and Appropriateness of These Vehicles in meeting the	5
Development Needs of the Individual	5
Development Vehicles for Tesco Company and their Appropriateness	5
Critical Evaluation of Development Vehicles	9
Developing the Planning to meet the identified Development Needs and Expectations of an Individual and the Management of Performance	10
Development Needs and Expectations of Individuals	10
Development of Plan to the identified Development Needs and Expectations of Individual	11
Conclusion	14
References	15








[bookmark: _Toc67639906][bookmark: _Hlk67665399]

[bookmark: _Toc68272084]Introduction
Human resource is the most valuable intellectual property for the business firm. The failure or success of the company dependent on the employees' performance. That is why the business firm needs to make a development plan for employees to meet their development needs and expectations (Swanson and Holton, 2017).
Recently, I am working in the Tesco Company as a trainee HR Officer. As a trainee HR Officer of Tesco Company, my recent project is to have a skilled and motivated workforce by meeting employees' development needs and expectation. So, I must analyse the development vehicles available for the Tesco Company, and evaluate their appropriateness, develop the planning for meeting the employees' development needs and expectations, and manage the performance to ensure the strategic objectives.
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Tesco Company is a British Multi-national Company that does the groceries business operations around the world. Jack Cohen founded the Tesco Company in 1919 at Hackney in London. Now, it has become a PLC (TESCO Company, 2020).
The Profile Tesco Company is below:
	
[image: ]

	Business Name
	Tesco

	Type of Company
	PLC

	Founder
	Jack Cohen

	Foundation Date
	1919 

	Headquarter
	England, London

	Chief Persons
	CEO- Ken Murphy, Chairperson- John Allan

	Type of Product
	Groceries

	Location Number
	7,005 around the world

	No. of Employees
	4,23,092

	Market Share
	28.40%

	Type of Industry
	Retailer



Table No. 01: The Profile of Tesco Company (TESCO Company, 2020)
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[bookmark: _Toc68272087]Development Needs of the Individual
Development vehicles can be defined as the tools, methods, theories and models that are used by the business firm to create the progress, growth and positive change of the employees to ensure personal and career development and meet the expectations.  Development vehicles are the planned frameworks that can build a bright future both for the employees and business firms.  They bring high-quality changes by which the business firms can create skilled and motivated human capital (Genoni and Walton, 2015). The company can use these development vehicles according to the development needs of the employees.
[bookmark: _Toc67639910][bookmark: _Toc68272088]Development Vehicles for Tesco Company and their Appropriateness
Tesco Company is a multi-national company which runs its business operation around the world. To overcome the completion in the business world, the company needs to have an expert workforce by making the development programs. There are different development vehicles available for the company, but the company applies only a few of them (Wilkinson, 2020). 
Tesco Company can apply the following development vehicles to meet the development needs and expectations of employees according to the strategic needs:
· Training Programs: A training program is an approach of teaching the employees the most basic skills that are mandatory for performing the tasks in the organisation. It is the most significant development vehicle for any company because training programs meet the instant development needs of skills of the employees. The Tesco Company should arrange training programs to ensure the technical, ICT, soft skills, and other skills of employees for personal development (Cavanaugh, 2017).


· Job Enrichment: Job enrichment is a system that creates a flexible work-force for the organisation where different types of activities can be done by some employees. At the same time, it increases the employability to perform the divergence of works to get better monetary benefits (Kienast and Lovelace, 2016). The Tesco company can choose job rotation vehicles to have a flexible workforce.
· Simulation: Simulation is a development vehicle that is important where the task is very risky, and employees require good experience for working. Simulation meets the development needs by providing the experience of real-life work by modern technology (Klimoski, 2017). The Tesco Company can apply these development tools to train the employees about how to do risky task successfully and fit them through the tests. 
· 360 Degree Feedback: 360-degree feedback system provides the opportunities to know about the current performance of employees from their peers, superiors and subordinates. From this, the employees can know about the defection, and the company can provide an instant solution for it. The Tesco company can apply the tools for the balanced development of employees (Cavanaugh, 2017).
· Conferences: Group working, committee and workshops of conferences help the employees to acquire interpersonal skills, critical skills, even-management skills and knowledge of current trends that are very important for personal development (Kienast and Lovelace, 2016). To teach the employees about etiquette, the Tesco company can use this development vehicle.
· Monitoring and Counselling: The HR officer of the Tesco company can monitor the task of employees regularly. According to these, he/she can provide advice to the employees that will be very effective for the personal development of employees. Monitoring and counselling motivate the employees to take self-action for personal development (Klimoski, 2017).
· Work Reporting and Correction: Another development tool is reporting the daily work to identify the variation from the expectation and lacking skills of the employees to make the correction action. By using the reporting tools, the employees become aware of their faults and take actions to reduce them (Portny and Kramer, 2015). To decrease the fault that occurred by employees, the Tesco company can apply this method in supply chain management.
· Equity Model: The equity model helps to meet the fairness of the reward for the employees by comparing the reward with individual effort and peer’s rewards. By using the equity model, the Tesco company meet the compensation expectations of the employees by proving a fair wage that helps the employees to develop ethical attitudes for individual development and commitment for the company to ensure better performance. (Marcus, 2016).
· Career Planning: Career planning is a development tool in which the company makes an appropriate plan for developing and improving the career of employees including those who will be promoted for better performance, who will need further developments for the progress (Marcus, 2016). The Tesco company can take appropriate career planning for the employees.
· Succession Planning: Succession planning is an approach that builds the future leader for the business firms by acquisition, development and retaining of talent. Succession planning takes development programs according to strategic needs, verifies the growth of employee’s time to time to have potential employees. The Tesco company can take succession planning as the development tools for building future leaders (Cummins, 2019).
· Two-Factor Model: The two-factor model of Herzberg is an influential model which both meets development needs and expectations of employees by identifying and meeting the hygiene factors like fair salaries, company's rules and regulations, and motivator factors like advancement and growth of employees, work itself, recognition (Swanson and Holton, 2017). The Tesco company can use apply to retain and increase the motivation of employees by meeting expectations.
· Challenging Goal-Setting: Challenging goal-setting helps the organisation to set specific, measurable, achievable, relevant goals which can be achieved on the deadline. The challenging goals provide scope for the employees in the company to learn by developing analytical skills and motivate them with great achievement (Portny and Kramer, 2015). The Tesco company can set challenging goals for the employees who dare challenges and have ambition for success.
· Performance Management: Performance management is a continuous process of managing the performance of the employees. By using the performance management approach, the Tesco company can determine the standard of work, measuring the existing performance by using KPI, trend analysis, bell curve and another method, compare them to identify the deviation and make a proper action plan for employees' development (Cummins, 2019).
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Critical Evaluation of Development Vehicles
From the previous section, we have found different development vehicles are available for the company. But all these development vehicles are not appropriate for all situations as one development vehicle can provide the best fit for one situation that may not be suitable in another (Cavanaugh, 2017).
So, the company should be more conscious in applying the development vehicles for the employees because (Cresci, 2018):
· Determination of appropriate development tool is a must that will match the employees’ needs and expectations.
· Applications of development vehicles incur the expenditure of funds of the company. So, the HR Officer should ensure the use of the development vehicles within the constraint budget.
· The company needs to determine the cost and benefits of development vehicles to ensure more benefits above the costs.
· At the same time, the company has to ensure that it can retain talent by using the development vehicles. Because talented employees leave the organisation, then the company will face a double loss.
· The development vehicles should be consistent with the needs and strategic objectives.
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[bookmark: _Toc68272091]Development Needs and Expectations of Individuals
Development needs refer to the skills and knowledge required by the employees for personal and career development (Marchington, and Wilkinson, 2015). As a trainee HR Officer of the Tesco Company, I have found from the recent operations and different cases study of the Tesco Company that the employees need to acquire different skills like adaptability skill, value-chain skill, IT-based inventory management skills and improved CRM skill (TESCO, 2020).
Expectations are those things that are expected by the employees from the business while working for it. When these expectations of individuals in the business are fulfilled, they become motivated to give the organisation better performance with high-quality products (Marchington, and Wilkinson, 2015) From the recent study of the Tesco Company, it is noticeable that the employees expect a better working environment than before, they expect rewards for the better performance, and they expect welfare benefits from the Tesco company (Wilkinson, 2020).
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A development plan refers to a series of activities of identifying the problems, connecting them with strategic objectives, arranging the program to meet the needs, executing the development programs, and tracking the results for further development of the employees. The development plan provides benefits for both the company by increasing profit and the employees by gaining the skills (Marchington and Wilkinson, 2015). As a trainee HR Officer of the Tesco Company, the following development planning can be applied to meet the development needs and expectations of the employees (Özer, Can and Duran, 2020):
Identification of Needs related to Strategic Organisational Goals


Determination of Development Vehicles as per the Needs


Arranging Resources, Development of Programs and Budget
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[bookmark: _Hlk67668622][bookmark: _Hlk67668623]Tracking the Operations’ Result for further Correction
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Figure No. 01: Development Plan in meeting Employee’s Development Needs and Expectations (Özer, Can and Duran, 2020)

Identification of Needs related to Strategic Organisational Goals: To prepare the development planning, it is the first requirement to identify the problems, needs and expectations of the employees in the company which are related to the strategic objectives (Özer, Can and Duran, 2020). The Tesco Company can conduct this needs analysis in two ways: for identifying the needs of current employees, the HR Officer of the company should observe the daily activities, work reporting and performance level of per employees against the standard, for the new entrants, the company can make interview and questionnaire round to identify the required skills.
Determination of Development Vehicles as per the Needs: According to needs, the next step is to determine the proper development vehicles and models by which the development needs of the employees can be fulfilled like for achieving the technical skills, the employees require on-the-job training, for developing the future leader and CEO, the company needs to apply succession planning (Özer, Can and Duran, 2020). So, the HR Officer determines the appropriate development vehicles which provide the best fits.
Arranging Resources, Development of Programs and Budget: For conducting the development planning, the company requires hiring an expert trainer, necessary technology, and materials, designing the content of the program and preparing the budgeting (Marchington and Wilkinson, 2015). In this situation, the HR Officer of the company must conduct a cost-benefit analysis, and make the development planning in a way that will provide more benefits over the costs for the Tesco Company.
Executing the Development Programs Properly: Execution of the development program is the most vital part of the development plan. The failure or success of the development planning depends on the execution of the development program (Genoni and Walton, 2015).  In this step, the trainee HR Officer of Tesco Company will conduct the development programs by meeting the needs and expectations of employees.

Tracking the Operations’ Result for further Correction: Only preparing a development plan and execution is not enough. To determine whether the development plan has become fruitful or not, the company needs to get feedback about development planning (Genoni and Walton, 2015). The HR Officer of the Tesco company will observe the post-performance level of employees, get feedback from the employees regarding the development plan, analyse the employees’ employment life history, and track the operations' result and company's achievement. If there is any deviation, it will help the HR officer to take proper corrective actions.
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Conclusion
The trainee HR Officer has to perform different activities to build a skilled workforce. An HR officer requires to prepare the development planning for meeting the employees' development needs and expectations that will also help them to develop the career planning for individual development (Darwish, 2016). It is also a requirement for the company that it can ensure sufficient benefits from the development programs. So, HR Officer has to take very critical decisions for the development of employees so that the company gets both satisfied & skilled employees besides achieving the strategic goals (Marquardt, Berger and Loan, 2015). 
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