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Introduction
In every organization, the integration of the personal development plan can help in identifying and exploring the strengths and weaknesses that can help the workers in capitalizing on capabilities and skills. For employees, the development process can be defined as an important progressive procedure which can help them in learning new skills and abilities (Hassan, Bashir and Abbas, 2017). This report will be exploring the available development vehicles in Tesco Plc. The project selected for this report is ‘Communicating New Product Marketing Strategies’. The discussion will help in explaining how the available development vehicles can help in meeting individual needs. Furthermore, based on the evaluation of development vehicles, the report will also, design a suitable plan for meeting the identified individual needs to achieve the said project in Tesco PLC. 
[bookmark: _Toc46753307][bookmark: _Toc46885114]Development Vehicles Available for an Organization
Generally, organizational success is built with effort and dedication and to achieve this, motivation is a concrete goal that is needed on the journey towards success, and this achievement causes energetic wear and tear for the worker (Hassan, Bashir and Abbas, 2017). Currently, organizations such as Tesco PLC invest large sums of money to apply strategies that motivate their staff to make greater efforts for achievement of the organization, at some point ignoring the needs of each worker, and it is at this time that that investment can fail; since these needs are individual, personal and vary over time. 
However, these needs are the process that activates the behaviour, and in some cases, they may be similar in all workers, that is, although their behaviour patterns vary, the process that motivates them will be the same for all workers. To support this, Littman and Littman (2017) states that motivation is related to human behaviour, and is a relationship based on behaviour where it is caused by internal and external factors in which desire. As well as, generating the necessary energy which encourages the individual to carry out activities that will achieve the goal.
[bookmark: _Toc46885115]
Goal Setting
Littman, Mathien and Littman (2020) also state that, people impose their own goals to achieve them. The present theory asserts that working towards a goal is an important base in the motivation of the work that is carried out, since the goals indicate to the employee what they need to do and the effort they must contribute to achieving the goal. If people practice goal setting, they are more likely to set a difficult goal because they feel more committed to the options, they have been involved in.
The literature completed by Jabeen, Al-Muaini and Al Hosani (2019) noted that, human beings experience creates thousands of needs, which are absent or lack in material elements or interior needs that they want to satisfy. It is in this way that motivation becomes an ideal element to meet those needs. In such a way that when an employee feels motivated in his work, it will achieve some extent of strengthening, as well as improved performance and will develop a sense of belonging within the company. 
Also, Aga, Noorderhaven and Vallejo (2016) suggested that work motivation can be understood as the result of the interrelation of the individual and the stimulus made by the organization to create elements that promote and incentivize the employee to acquire a considerably goal. It is the will that characterizes the individual through his effort to want to achieve the goals of the organization adjusted to the need to satisfy his own needs.
Javed (2020) stated that it is the impulse to satisfy the needs that have been presented in the employee in the self-realization of better working conditions and satisfaction of personal needs; they become the trigger that will produce the reaction in the employee to achieve that maximum feeling of comfort that produces the realization or crystallization of the stated goal.
[bookmark: _Toc46885116]Individual Development Plans (IDPs)
Individual development is an important goal for an organization. The most commonly used strategy for personal development is categorized as planning. The development of a plan can facilitate individuals in improving performance. Accordingly, the degree of effectiveness of a company is determined by its organizational culture since it is who defines the relationships and the ways of acting within it (Carvalho and Rabechini 2017). The interaction of these three factors within a company determines its organizational behaviour at the intermediate level since it is from this relationship that the levels of satisfaction, motivation or identification of individuals that lead to patterns of behaviour start (Saha, Cerchione, Singh and Dahiya, 2020).
The culture of an organization includes the fundamental conceptions of its members, which integrates assumptions and beliefs built and learned throughout the development process of the organization. This implies a shared vision of the world, a set of shared meanings, it is a product learned in the group experience and therefore something localizable where there are a definable group and possessor of significant history. In an organization, it can be seen that a general, dominant culture and diverse subcultures operate simultaneously within the largest unit called company or organization (Majeed, 2020). 
[bookmark: _Toc46885117]Constructive Feedback to the Individual
In an organisation such as Tesco PLC, the use of constructive feedback can play a major role in improving overall performance of the individuals. In fact, the use of feedback systems can help in offering individual development opportunities. This involves respecting the spirit and abiding by the rules and regulations of the company, benevolently tolerating work-related impositions and inconveniences. To achieve this, a high level of motivation towards the activity carried out and a great sense of belonging to the company are required (Nasaruddin and Rahman, 2016). Companies need their employees to behave like ‘good citizens’, such as: Helping others on their team, volunteering to do additional work, avoiding unnecessary conflict. In addition to avoiding behaviours that deviate from the rules of work behaviour and that affect the creation of a negative climate in the company, such as insults to a colleague, theft, making jokes excessively, sabotage, listening to music at high volumes or violation of the individuality of co-workers. At this level, a series of factors converge that determine the existence of adequate organizational behaviour and, at the same time, influence the crystallization of high levels of social responsibility, motivation and feelings of relevance and identification with the company (Armstrong and Taylor, 2020). 
According to studies conducted at OHIO State University, two independent dimensions of developing behaviour were discovered in different work settings called the initiation of structure and consideration (Bailey et al., 2018). Initiation of the structure is the individual's behaviour that plans, schedules and communicates what the members of the group must do to optimize the results. Furthermore, consideration for the behaviour a individual who maintains working relationships characterized by respect, trust and consideration for followers.
The leader should be friendly, approachable, treats followers as equals, respects their ideas, and helps them with their problems. This dimension is either oriented to the maintenance or improvement of relationships with followers (it gives respect and trust to their subordinates). These dimensions of individual development vehicles can revolve around integrating suitable plans. The research results show complex response patterns. For example, the behaviour of a leader with great initiation of the structure shows high performance, but leads to higher levels of complaints, absence, rotation and lower levels of job satisfaction. High consideration is negatively related to leader performance rates, although it is often associated with low turnover rates and less absenteeism (Bailey et al., 2018). 
Studies of individual development behaviour conducted at the Institute for Social Research at the University of Michigan under the direction of Rensis Likert evolved more or less in parallel with those conducted at Ohio State University (Berman et al., 2019). Task-focused managers set rigid standards for the position, organize tasks down to the smallest detail, prescribe work methods to be followed, and closely supervise the work of employees. Employee-oriented managers encourage worker participation to set goals or design tasks while inspiring trust and respect in them (Bratton and Gold, 2017).
Employee-centred and task-centred behaviours are assumed at opposite ends of a single continuum of leader behaviour. Theoretically, leaders cannot manifest both behaviours at the same time. Some researchers found that it is not usually the case that a person can perform both behaviours. Generally, one person maintains the task-centred behaviour and the other maintains the roles oriented to employees. It is also true that the two types of leaders have different sources of power in their role (Brewster and Hegewisch, 2017). 
The orientation to the employees, together with relatively general supervision, rather than direct, induce higher productivity, greater cohesion in the group, higher morale, less job anxiety and less job rotation (Brewster et al., 2016). The supervisor achieved greater productivity by creating a group spirit, showing concern for the worker, and modifying his direct, production-oriented style for a more relaxed, supportive, and employee-centred style. The most productive workgroups often have leaders who focus on employees rather than on the task. These leaders establish supportive relationships with their employees, tend to rely on group decisions, rather than personal ones, and encourage employees to set and achieve high-performance goals (Bratton and Gold, 2017).
[bookmark: _Toc46753308][bookmark: _Toc46885118]Appropriateness of Development Vehicles for Achieving Individuals Needs and Demands
[bookmark: _Toc46753309]In organizations, the integration of development vehicles can attempt to influence the behaviour of followers by setting clear standards, which is consistent with transactional leadership. The same occurs in project management, which is why several works have been carried out relating some of the ethics theories mentioned above with project management. The beginnings of project Management in Tesco PLC for communicating product development strategy, this has been attributed to the individual development plan. The most appropriate development vehicle is a discipline that has come to be recognized as a profession worldwide (Chelladurai and Kerwin, 2018). In this process, multiple tools and techniques have been developed that seek to facilitate completing a project according to the defined success criteria, which generally include those of the triple restriction: time, cost and budget (DeCenzo et al., 2016). 
As for the benefits, development plans and vehicles can increase workers' self-esteem, which means higher productivity and better initiatives; one can also develop social skills. Among the disadvantages of development plans are that not all vehicles can be transformative and have a long-term vision (Hecklau et al., 2016). There is also an abuse of the name since it is not always used morally. This theory is based mainly on the study of the behaviour of the great western business leaders, but it needs more theory to be able to apply it to managers at the operational level and middle management. Therefore, development plans and vehicles based on moral norms refers to the conscious and voluntary acts of individuals that affect others, certain social groups to which it belongs or to society as a whole value ​​arises in our consciousness when we reflect on how to justify choices, which helps characterize what matters. It is, therefore, reasoned subjective justifications that individuals subscribe, appreciate, abide by, or believe that make them prefer a certain thing when they choose between important or worthwhile things (DeCenzo et al., 2016).
The development of vehicles and plans influence the individuals using two important resources: persuasion and direction (command and control). That is, the individual has to be a person capable of persuading or directing his followers with good judgment, under any conditions or circumstances (Bratton and Gold, 2017). Individuals can help improve each of their followers the execution of the task for which they are responsible. In most cases, the development of vehicles and plans can convince individuals through persuasion, to achieve this must be a really convincing person. These development vehicles and plans generate several advantages, for example, the person dedicates more time or effort to the task when he/she is convinced of what he is doing; the person considers decisions as his own; the person will feel more integrated into the organization; persuasion produces a greater exchange of ideas (DeCenzo et al., 2016).
[bookmark: _Toc46885119]Personal Development Plan
[bookmark: _Toc46885120]Individual Needs Requiring Development Plans or Vehicles
[bookmark: _Toc46885121]Knowledge
An individual must have a thorough understanding of the objective they intend to achieve. If an individual does not know the destination, he can do little to lead his followers on the right path. Furthermore, the leader must know his followers well enough to detect their motivations, as well as their strengths and weaknesses. An important aspect of knowledge has to do with technique. An individual does not necessarily have to be an expert in all the subjects involved in the tasks that the organization must carry out to achieve the objective; rather, he must have the capacity to identify and integrate the experts who will provide specialized knowledge (Jabbour and de Sousa Jabbour, 2016).
[bookmark: _Toc46885122]Experience
An experienced individual or performer is formed through his successes and his mistakes. Integrating a group of people, sometimes strangers or strangers, and leading them to obtain a common result, is always a learning experience from which the leader becomes increasingly stronger (Jabbour and de Sousa Jabbour, 2016).
[bookmark: _Toc46885123]Enthusiasm
It is an inner force that encourages creativity, overcomes obstacles and facilitates the integration of people. A team without enthusiasm to accomplish its tasks and achieve its goals is a team that will easily fall into apathy. An individual must be the provider of enthusiasm for his followers. If someone can purposefully face adversity, the team has an example to follow, and this example must be the leader first (Marchington, Kynighou, Wilkinson and Donnelly, 2016). 
[bookmark: _Toc46885124]Intelligence or Technical Awareness of the Project
It is the ability to analyse information from the environment and make timely and sustained decisions, which the leader must use to merge her other skills (knowledge, experience, empathy and enthusiasm). A follower always hopes to find smart leaders to align their efforts (Jabbour and de Sousa Jabbour, 2016).
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	What are my skills related development objectives?
	What activities do I need to undertake to achieve my objectives?
	What support/ resources do I need to achieve my objectives?
	The target date for achieving my objectives
	Interim appointments to review progress

	Strengthening communication abilities 
	1. Arranging collaborative meetings 
2. Interacting with juniors and seniors in a proper tone
3. Have a proper and repeated communication exercise
4. Practice interactions and follow-up
	1. An analyst who can update the performance
2. Colleagues who can participate in interactive planning 
	Four months
	Almost every week. We will arrange a weekly schedule for meeting 

	Strengthen and improve technical knowledge and awareness 
	1. Arranging proper training sessions for gaining knowledge and information about the project 
2. Following up with the design and marketing manager to learn about their role in upgrading knowledge about the implementation of the project
	1. Carrying out suitable evaluations using online tools like e-learning methods

	30 days
	Almost every week. We will arrange a weekly schedule for meeting

	Improved decision-making capability
	1. Understanding and evaluating the project along with its complexity
2. Understanding and implementing effective solutions for the decision-making processes 
	1. Participating in different volunteering programs and arranging relevant training planning
	30 days
	Almost every week. We will arrange a weekly schedule for meeting


Figure 1: Personal Development Plan
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[bookmark: _Toc46753310]For the existing project, the plan has a great potential to revitalize decadent institutions and to help individuals find meaning and excitement in their working lives, but they can present danger if their goals and postulates run counter to the organization's core values. Charisma is also sometimes used to deceive, manipulate, and exploit people. Unfortunately, many charismatic leaders do not always act in the foremost and effective interest of their organizations: they put their personal goals and interests above those of the organization (Jabbour and de Sousa Jabbour, 2016).
[bookmark: _Toc46885125]Conclusion
The development of vehicles and plans influence the individuals to meet the requirements for achieving the beginnings of Project Management in Tesco for communicating product development strategy. The development plan given above can help in understanding the effectiveness of project plan which can strengthen individual abilities.
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