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[bookmark: _GoBack]Tesco uses many vehicles to develop in their organisation, we will discuss three vehicles that are effective use within the organisation, and they are, Training, Feedback and Reward and finally Motivation. We will try to find out how Tesco using those three vehicles to develop their employees. We also look at how individuals benefit from the vehicle as well as the organisation. Economics knew that for a fact human play a vital role in the wealth of the nation (Schultz, 1961). Organisation also recognises that and they’re for organisation invest in their workforce. We will produce personal development which will keep track of an employee’s progression and need identify need of development.
 


















[bookmark: _Toc14859959]Training
The organisation must find training needs and decide what sort of training will be effective. Find an experienced trainer who is an expert in the field. If someone is not expert in the field, he or she want to train employees, instead of improving employee’s confidence they will make employees confused and organisation spend money on their people to make them confidence and productive not for confuse employees and unproductive. Management of Tesco does come and see if there is progress after given training. The manager of Tesco will analyse the training output by doing a few tasks. If employees got training on sales, naturally sales must improve the organisation, if the sale is not improving, the manager can assume that employees did enhance much from the training. The manager of Tesco does communicate with the person who gave the training to find out how to make the training program more effective by collecting first-hand data. So, the manager will analyse the data and see where he can make a change or improve for making Sale training productive.  
 

[bookmark: _Toc14859960]Systematic Training 
Organisation must find training needs and decide what sort of training will be effective. Find experience trainer who is expert on the field. If someone is not expert on the field, he or she want to train employees, instead of improving employee’s confidence they will make employees confused and organisation spend money on their people to make them confidence and productive not for confuse employees and unproductive. Management of Tesco do come and see if there is progress after given training. Manager of Tesco will analyse the training output by doing few tasks. If employees got training on sale, naturally sale must improve of the organisation, if the sale is not improving, manager can assume that employees did enhance much from the training. Manager of Tesco do communicate with the person who gave training find out how to make the training program more effective by collecting first hand data. So, manager will analyse the data and see where he can make change or improve for making Sale training productive.  
[bookmark: _Toc14859961]Transferring Leaning 
Tesco has a team-up system, when new employees start, they will get the basic knowledge about the organisation before they were taken on board. The first few weeks of new employees on most of the cases get the team up with senior employees so that the new employee can get from transferring knowledge (learning from a colleague). The advantage is, this kind of training does not cost an organisation as much as providing professional trainer, however, if the employee is doing the task in wrong way and sometimes people who are working in an organisation longer period can have negative attitude and belief about the organisation. Mostly when someone starts a new job, they are enthusiastic, energetic and have great vision and respect for the organisation. After listening to a negative comment from a colleague, it affects new employees’ performance so there for profession training is effective for the long run. Professional, relevant, realistic and anticipating training minimise distraction when giving training. When working with a group of people, it can be destructive when giving training on shop flood, there will be customers and so on, it’s better to give training in class base and using realistic example while giving training. Make the training relevant to time, new government law and how to practice something in an updated way, like data protection act and if any new technology came out and are in use, employees must get the train on it. 
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Benefits to Organisation 
If Tesco train employees regularly, they will lot more confidence employees in the organisation, that’s meat working environment will be enjoyable, so they’re for employees turn over will be less. If Tesco has fewer employees turn over, Tesco will save lots of money on training new employees. When staff train by professional, and employees now the correct of doing a task, they will be productive and Accurately. Employees will be confidence and happy working in Tesco because they know what and how to do a task effectively. Employees will have a sense of responsibility, and they will connect with the organisation with hand and soul, they will feel, when organisation pay for my training as well as me, I must give my best to make it worth awhile for organisation financial support toward myself.

[bookmark: _Toc14859963][bookmark: _Toc14859964]Employees’ Benefits 
self-confidence will be high after learning a new thing or even polishing on skills that were not in practice by an individual. Employees will in hence knowledge in free of cost in almost all the cases and get paid while getting trained. Employees will get noticed by the manager, in a good way if the employee uses training opportunities and implement learning toward the task. Employees can get promotion in Tesco if they perform well and if there is a vacancy, Tesco can take their employees to higher passion, rather than someone from outside of the organisation. So, the organisation paid for work as well as training, plus get a promotion, promotion comes with extra earning opportunity and many more benefits.

 Feedback and Reward
Feedback is a method that the organisation uses to communicate with its employees and tell them how good or bad they have performed their task. Feedback can be positive when manager tell their employees that they done well on their task and tell employees how they can do the task better for greater outcome and negative when manager tells the employees how badly they have performed their task, manager will tell employees where they have gone wrong and where they must focus on the next task to do well (Ullsperger and Cramon,2003). In Tesco, they are where lots of bread went out of date and the manager was really upset when he saw lots of out of date bread. He was talking to the person who has stocked the bread on shelves and told him, he must rotate new and old bread. So, when new stock comes employees must stock them behind the old stock so old stock gets to sale first. 
When managers give feedback, its often-telling employees they have done the task effectively or badly. Feedback must be constructive and informative when task not done accordingly (Ovando,1994). Feedback change negative behaviour in to positive on when feedback provides direction to employees and show them the right way of doing the task. Feedback must be conducted as soon as the task compilated or during the task so that effective feedback can lead to quality work (Kulik and Kulik,1988). If the feedback comes late, most of the key points can be forgotten so feedback will not have its potential benefits to employees. 
 Feedback must be free from judgemental, managers should not judge people (Ghaderi and Farrell, 2019). If someone comes with less experience after anything not done according to task description managers must not assume that it’s the new person who has conducted by new employees. Managers should talk to that persona and describe to him what happened and if a new employee agrees with the manager and he admits, he was the one who has conducted the task wrong way. after clarification managers should advise the new employee on, how he should do the task and encourage the new employee to read the guideline carefully when he is doing the task.
Feedback is important, and it is costly, managers must make shore feedback is in practice. As we said before about the bread went out of date, if this feedback not in practice, more bread will go out of date. The organisation must make sure their effort of giving feedback was not wasted. 
Sometimes people don’t take feedback positively and the result is employee backfire on managers. If someone gets angry, the manager should keep his calm, if he doesn’t keep calm, they will be a big problem, they might start fighting when there is no need for it. Managers should ask a question to an employee to get a better understanding of the task on their side and try to explain why it is better to do the task in his way and not their away. after all the effort if employees still have a negative attitude toward the task, then the manager must think of replacing the individual with someone who will do the task in the manager shown way.

[bookmark: _Toc14859965]Reward Management System 
[bookmark: _Toc14859966]The reward is a way of showing appreciation to the person who has done a task up to the stander of the organisation and that person helping the organisation to reach its goal. Reward management aims to satisfy its stakeholders and reward everyone fairly and to reward mean basic needs and recognizing hard-working and dedicated employees at the same time. As its mansion on the book of Armstrong and Murlis (2007) Reward strategy will be characterized by diversity and conditioned both by the legacy of the past and the realities of the future.’  The organisation must Guide employees on what are the organization's requirement to give a reward.
The basic need is, according to UK law every employee must get paid according to a national minimum was wage and organization must pay its employees not less than national minimum wage (gov.uk, 2019). Individuality must be met, the individual requirement is if someone has any disability, they should get help according to their individual needs (Gov.UK, 2019). 
They are is a basic reward for everyone who works in Tesco, like pay holidays, staff discount, sick pay and providing basic training for the task. Everyone is not the same, some people are good at what they do, and some people are not as good. When someone outperforms their colleagues, they get rewarded by giving extra holiday and pay and recognition from Tesco. As such employee of the week and employees of the year title are given by the organisation, that person gets respect from their colleagues and managerial people. When employees get negative feedback, they can feel down on self-confidence they’re for social support from colleges and providing resources and attention toward the person can have a positive outcome (London & Smither, 2002). It is important to have the intention to implements rather than giving effort and don’t follow through (Armstrong and Brown 2006). Follow through feedback is essential as I said before. 
 

Benefits to Employees
The employee will get paid more and respected if their work is good and they can get a different type of reward, pay related rewards, recognition from Tesco, learning and development opportunity from the organization and increase job responsibility. When workers know what they’re doing does make since they will do the job as if it’s part of their life and if they work like that employees will have job-satisfaction and will be happy to work. High-performance employees will have developed their employability skills by from organization development program and they can be given an opportunity for promotion. 

[bookmark: _Toc14859967]Benefits to Employers 
Feedback and reward system will make the high-performance environment in the organization, employees will compete for the reward and they are productivity will increase. Tesco will have less staff turnover and especially the talented worker will most likely want to stay with the same organization because they were rewarded and given a world of opportunity to develop their career.
[bookmark: _Toc14859968]
Motivation 
The definition of Motivation is “the process by which goal-directed behaviour is instigated and sustained” (Schunk, Meece, & Pintrich, 2014) is widely sighted in academic writing and literature. Motivation is a reason for doing something, in the early twentieth century, psychologists understood motivation in ways ranging from behaviourist approaches focused on reward and punishment, to psychoanalytic theories, and theories that focused on innate drives of individuals for example foods and sex or desire (Evans, 2015). Motivation is energy that helps people to move one, and reach their goal, purely task-oriented motivation can gain from fair or rewards and it depends on the task. People can motivate by fair, fair of losing the driving license and for that reason, most people don’t break driving law as such as speeding, as for reward, after completing the task, an organisation can give financial reward or nonfinancial rewards their employees or both.
Everyone gets motivated differently to others depending on their personal needs, value and belief. Someone can get motivated purely base on financial needs and others might not motivate based on financial reward. It is challenging for managers to identify what can motivate everyone according to their needs or differences (Thomas, 2009). In Tesco, they use a different method to motivate their employees as such none financial reward to meet their employee's need and they make sure that their employees are kept motivated. They use a flexible approach to motivate their employees as such giving their employees to take off from work for a long period from work with having a peace of mind that they will get their job back after the gap year. When such a facility presents in an organisation, employees have a great reason for work in an organisation happily and motivated by such an approach from the organisation. Tesco practice theorist who has a system of motivation on their way and Tesco proudly implicated their motivational theory in practice in their organisation, one of the theories called Elton Mayo. Elton Mayo's theory came in early 1930, about 10 years after Tesco was founded, Tesco must use Mayo’s theory to some extent to motivate its employees repetitive (Is.muni.cz,2019). Motivation is a tool that can be used for getting other people to move in the direction managers use to archive results. the manager must know the best way to motivate employees, managers must use a unique approach to the individual as everyone is different, so that employees work willingly and effectively (Mullins, 2007).



[bookmark: _Toc14859969]Theories of Elton Mayo
[bookmark: _Toc14859970]They are was a time when a human being was considered as just another contributor to production and service and we can say human was treated as if we were a machine (ACHIM et al, 2013). It came as a form of extrinsic rewards. This kind of thinking has changed. Instead, research revealed that social factors satisfied and motivated employees toward work that is called intrinsic rewards are, receiving praise, feelings of achievement, a sense of pride in the job such as what they’re doing is important for an individual (Heery,& Noon, 2008). research also conducted by Elton Mayo refers to Hawthorne Studies, from 1924 to 1932 (Dickson, 1973). This study found employees are not motivated purely from financial needs and employees is a link to their attitudes (Dickson, 1973). The legend George Elton Mayo was born in Australia in the year of 1880 and was trained and expert in the field of psychology, he had his academic degree from Adelaide University before he went to the United States (IONESCU, and NEGRUSA, 2013). Many competitive motivational theories tried to explain the nature of motivation. These theories are all at least partially true in general term, all theories help to explain the behaviour of certain people at a certain time for example, what generation they are from and what environment they grow up (Mullins, 2007). In Tesco Elton Mayo’s theory in practice to some extent, Elton Mayo has an important place in the development of management theory, he has worked hard to archive such a significant place (Martin, 1985). Elton Mayo believed that motivation does improve by making employees feel they're important for the organisation, giving employees freedom in some stent for making chooses when performing a task and acknowledging their social needs (Tesco, 2010).
At Tesco, the Mayo theory is seen to be operating throughout the organisation (Tesco, 2010). Communication is important for motivating employees. Keep giving employees update, make them feels important and they will also find the solution if there is any problems or difficulty faced by the organisation, employees will compromise and willingly do their best to archive their respected organisation goal. Tesco uses 1 to 1 communication method, where they have less destruction and one to one communication is effective when it comes to explaining task by the manager. Tesco uses its intranet or newsletters and their more formal approach is through appraisals. The line manager has a daily meeting and explain, what is the task for the day and give out Award, this award can be given by colleague to college to celebrate their achievement and way of saying thank you. Tesco promotes motivation by providing employees with training and development programs (Tesco, 2010). Tesco has no limitation to training, but to develop their employees to leadership to grow in their organisation (Tesco, 2010). In 2009 Tesco recruited 3,000 managers and they have taken 80% of the managers within the organisation.

Benefits to Employers 
[bookmark: _Toc14859971]Employees will be productive and innovative when they motivated. Tesco knows their organisation can deliver outstanding customer service through their motivated highly skills staff (Tesco, 2010). Motivated employees are happy employees and happy employees like to stay in the organisation, they’re for organisations employee’s turnover will be less. When employee’s turnover is less, Tesco can save their money by not investing much money on training new employees and have their old employees, whom they already invested their money on. 
Benefits to Employees
[bookmark: _Toc14859972]Motivated employees are the one who is happy to work and get praise and recognition for their work. Employees will do their tasks well, when their motivated and they’re for they will have a secure job make most out of Tesco’s training and development plan allow Tesco to see their employee’s ability and achievement and potential development needs for their employees (Tesco, 2010). Tesco has lots of opportunists for employees who are motivated to go extra miles for the organisation. 
Personal Development Plan (PDP)
Many organisations have a personal development plan to support they are employees, not always consider their employee's desire/willingness (Lejeune, 2016). To attract talented skilled worker organisation must promote learning on both employees and organisation (Marsick, 2003). PDP is used for keeping track of time limit and progression of training, it also helps managers to see where employees need more help on their task and act accordingly. Managers can give feedback according to the PDP and advice employees where they should focus more and what are their strong points.
 
Personal Development Plan (PDP)
	Objective 
	How will it have conducted 
	Time 
	Impact 

	Training in till 
	Give to new employees from professional trainers. 
	2 weeks training 
	Should be able to do independently 

	Get food hygiene certificate 
	Get personal food hygiene trainer 
	1 week of training and then the test. 
	Should be pass or re train for another week. 

	Feedback and reward 
	Monitor the task and give intensive feedback and motivate to do well.
	Review every 6 months. 
	Quality and quantity will improve and there is always scope of improvement. 









[bookmark: _Toc14859973]Conclusion
Finding was amazing, how Tesco uses the three vehicles in their organisation is commendable, they have taken their employees and customers as well as their shareholders seriously. They want to provide outstanding customer service and for that they are training their employees for upskills staff, by doing that they are producing skills worker. They are supporting their employees financial and none financial way, as Tesco said, “we don’t need pair of hand but the commitment”, human mind is sensitive and can be upset easily and human mind can turn positive with small push or effort. Tesco has flexible approach toward their employees by giving them job leave, pay holiday and many more facilities to their employees, and this is the reason why they are doing good in such a competitive retail environment. Tesco is keep motivating their employees by financial and nonfinancial rewards and Tesco is doing this well.  Now organisation spent lots of money on their employees toward developing and upskills their workforce. Sometime organisation wrong people and by sending that employees for development program organisation risk their money because some employees might leave after training and some of them might not enhance full potential knowledge or skills that development program delivered. Organisation must consider some of the negative sides before they invest on their people, they must invest on right candidate so that organisation can be benefits from their investment.  
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