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Executive Summary
The report focuses on performance management in Tesco. A case study of Tesco is taken into consideration to analyse various aspects of performance management within the company. It discusses potential benefits of personally developing employees of the company with various career options available for them, Tesco’s recruitment policies, company business models and goals. Considering the case study, a detailed analysis of the organisational structure and culture, development vehicles suitable, training and mentorship programs are also discussed. It also highlights Tesco handling performance management through talent management plans and apprenticeship. The report also provides a plan to meet the development and individuals needs of the company that will help the company conduct performance management more efficiently.  
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[bookmark: _Toc40128479]Introduction
In the modern business environment, the business organisations must ensure that their employee get enough opportunities to improve their efficiency within the organisation. In this study, the various aspects of personal and professional development of the employees within Tesco will be analysed, including their various development vehicles and their effectiveness.
[bookmark: _Toc40128480]Potential benefits of the personally developing individuals in Tesco
[bookmark: _Toc40128481]Recruitment Policy in Tesco
Tesco is one of the most popular and leading retail chain in UK and it employs one of the highest number of people which is close to around 300,000. The company has a total of 3000 stores through which they serve millions of customers (Tesco - Supermarkets | Online Groceries, Clubcard & Recipes, 2020). UK as a country has a diverse population and hence it is very essential that Tesco builds a workforce, which is also diverse so that they are able and equipped to handle the customers. The key focus points of the recruitment Policy of Tesco are:
· Tesco while recruiting ensures that their workforce has a balance of employees from all age groups. There should be a good mix of older people and young fresh talent so that talents from each of the age groups can be utilised to give the customers a seamless experience. 
· The company strongly believes in diversity, inclusion and equal opportunities hence they have enforced laws so that the recruitment policy is aligned to it. They have tied up with organisations who represents diverse kind of disabled people. Therefore, they try and recruit from these organisations if they are otherwise capable (Alam and Raut-Roy, 2019). 
· Once a candidate is on board he or she is trained extensively so that they are equipped to work in a manner that they can foster the principles and goals of the company.
· As the company believes in equal opportunities it has an entire recruitment process comprising of tests and face to face to face interviews and others which every candidate needs to undergo before getting selected. The recruitment is done purely based on the test results so that there is no partial decision taken.
· Finally, all employees in Tesco are offered several benefits and perks so that they can remain motivated and work in a focussed manner to fulfil the organisational objectives (Ramkumar, 2018).
[bookmark: _Toc40128482]Goals and Business Model of Tesco
With technological advancement and globalisation at its peak, environmental concern is another focus area of most organisations and Tesco is not behind. The organisation aims to become a zero carbon business by 2050. Moreover, the organisation is very strong as far as it’s strategies are concerned hence it gets continued success (Fleischman and Craig, 2015). Tesco is a customer centric company, therefore one of its main goals is to improve customer loyalty and it’s core business in UK so that it can enhance the shopping experience of its customers.
Tesco’s business model is centred around its customers and hence the business model is based on the core activities of gaining customer insight, moving goods and selling to customers and the business is organised around the three pillars of customers, products and channels. It uses the canvas model for its offline retail business while for its online business Tesco has adopted an interactive model known as the market portal model. This model helps in integrating both the buyer and the supplier side adding features, which in turns aids both groups to do business effectively (Evans and Mason, 2018). As far as the offline business is concerned, it follows the canvas model where the focus is on developing value for the customers through effective supply management and efficient use of its resources. 
[bookmark: _Toc40128483]Focus, aspirations and talent base of the individuals attracted by Tesco
As discussed earlier, Tesco is a company that fosters diversity, inclusion and equal opportunities hence they also keep all these in mind when they recruit new employees in their company. As the company’s core purpose is to create value for customers so that they become loyal for a lifetime the employees constantly strive towards this. Hence, their main focus is to adopt processes and activities that will help them do this efficiently. Each of the employees use their unique talent to oversee that customer is getting the optimum service (Kamaruddin et al., 2018). Moreover, as the organisation in pursuit of this has taken feedback from customers and designed the Tesco stores so that the shopping experience is of optimum quality. Tesco believes that every individual has an inherent talent which should be used effectively for both organisational as personal growth. It is for this reason they recruit disabled people, people with different sexual orientation and also people from every age group so that they can bring their experience, perception and ideas to enrich the organisation. It is for this reason that Tesco believes in promoting talent internally rather than recruiting from external sources. The organisation has an integrated performance management system, which helps monitoring, and reviewing the performance of the employees so that a career path can be traced for them (Fraszczyk et al., 2018). The employees are also given the requisite training so that they can equip themselves to deliver their duties in an efficient manner.
[bookmark: _Toc40128484]Career aspirations of personnel in Tesco
Tesco is a company that has an understanding of Talent and recognises the unique qualities of every individual regardless of their background. The company believes in investing in human resources because it is the greatest assets of an organisation and it is the employees who can take the organisation to the peaks of success.
Every employee sets personal objectives and devises a plan to achieve the objectives. Every employee gets an opportunity to sit with their respective line managers and discuss their way forward so that challenges can be overcome and goals achieved. This happens annually so that proper review and performance management is done so that the objectives are achieved (Fodor and Jaeckel, 2018). This way the employee also gets an opportunity to grow along with the organisation.
The job postings of the organisation is first done through the intranet so that the existing employees can apply first depending on their capabilities. Their performance is reviewed and if considered capable they are promoted internally. 
Finally, as Tesco is a company that believes in developing their employees so there are various kinds of Trainings that are imparted to them so that they can be developed to take bigger roles in the organisation. Therefore, employees stay attentive and focussed during the training sessions (Krasniqi, 2017).
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Tesco being one of the largest retailers in UK follows a hierarchical organisational structure. However, the organisational structure of few stores of Tesco varies on the basis of their size, location and specific stores factors (Vu, 2016). However, the hierarchical management system ensures the smooth functionality of the company along with efficiency. The high hierarchical system divides the business functions into chains of commands and the powers of different members are in apex level. 
The high hierarchical organisational structure of Tesco involves three different levels. They are as follows – 
· Top Level: The top level consist of the Chief Executive Officer of the company who is responsible for making major decisions of the company and is the head of the administrative staff. However, the top level also consists of various other members of the executive board including chairperson, chief finance officer and Non executive officer (Aiello et al., 2020). These people represent the whole company in the international company as ensures effective functioning in the company. 
· Middle Level: This level consists of the board of directors and ground staffs of the company. The members include the vice president managers and assistants. They are responsible for coordinating the functions of the employees and looking after aspects like Human Resource Management, Marketing and many more. There are responsible for implementing the decision taken by the top level successfully. 
· Lower Level: This level consist of the employees who are directly in contact with customers and other common people on a daily basis. The highest post in this level is of the regional managers responsible for taking decisions regarding stores of the region he is in charge of (Socha, 2019). 
In addition to the above-discussed level, the organisational structure of Tesco can also be defined as – 
· CEO: The CEO is at the top of the hierarchy and is considered the most important in the company. They are responsible for taking decisions of the company. The current CEO of Tesco is Dave Lewis.
· Chairman: He is the head of the company’s Board of Directors and is responsible for making many decisions. The current chairman of Tesco is John Murray Allan CBE.
· Chief Finance Officer: They are the head of the finance department and is responsible for important financial duties. The current CFO of Tesco is Alan J.H. Stewart. 
· Executive Vice President: They are responsible for handling the daily operational duties of the company. 
· General Manager: They are responsible for supervising all the duties of the company and make sure they are performed efficiently. The current general manager is Ian Wilson. 
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Fig 1: Tesco Organisational Structure
(Source: Aiello et al., 2020)
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[bookmark: _Toc40128487]Training Programmes in Tesco
Tesco as a company believes in Workplace Diversity. Hence, they employ a wide range of people coming from different backgrounds and provide them with the opportunity to grow and develop within the company. Tesco as a company evaluates the shortage of skills in the employees thoroughly and give them training under the company accordingly. The training programs of Tesco by the Human Resource Management strengthens the operations of the company (Are, 2017). The training program of Tesco is divided into On the Job Training and Off the job training. The on the job training of Tesco can further be divided into four methods –
· Shadowing: In this process, the new employees are trained under the already existing employees in the company. 
· Coaching: In this process special staff members and managers are appointed to train the new employees, teach them work and help them to find solutions. 
· Mentoring: A particular important and experienced person is assigned to play the role of an advisor for the employees.
· Job Rotation: In this process, the employee takes temporary responsibility of various roles to get a better understanding of the job and find the most suitable role for him or herself in the company (Awadari and Kanwal,  2019). 
The various trainings provided by Tesco to its employees are –
· Product Training: This training helps employee gain knowledge about new products of the company and various ways to market and sell them. 
· Soft Skills Training: This training helps employee understand the importance of various soft skills like communication, leadership and many more.  
· Capacity Building Training: This training helps employees to build skills for sustaining and being effective in the company. It increases the potential of the company. 
[bookmark: _Toc40128488]Talent management plans in Tesco
The talent management plans in Tesco involves their diversity strategies, as Tesco believes in the theory that the greater the diversity among the employees, the greater is the average talent in the organisation. This is because as the scope of the recruitment and selection process increases with the increase in diversity among the number of people within the organisation. Thus, the talent management plans in Tesco involves maintaining a cordial employee relation and creating a work environment where the employees can operate with their maximum efficiency (Cappelliand Keller,2017).For instance, the first and foremost strategy that Tesco has adopted is related to the development of the job designations in the entire organisational structure of the organisation. For instance, it is seen that each post in the organisational hierarchy is clearly defined and their roles and responsibilities are also explicitly determined.
The fit of the employees within the organisational diversity is also carefully examined. For instance, as Tesco is a business organisation that primarily operates within the country of UK, their workforce is primarily consisted of UK citizens, as they are the most abundant portion of the entire employment market of UK (Collingset al.,2018). Furthermore, the knack and passion of the employees is also considered and their capability of analysing their work duties and responsibilities is also considered while assigning them in their appropriate designations. Due to this, the talent of these employees is successfully flourished at a much greater efficiency throughout their career in Tesco.Another important talent management plan in Tesco is the regular coordination sessions and brainstorming sessions among the employees working in each Tesco stores. Each and every day, before the beginning of the store operations, all employees are gathered in a wide space within the store office in Tesco, and they are tasked to discuss regarding their activities within that day, and suggest innovative activities that can help to develop the business activities of Tesco. This creates a high level of talent management within Tesco.
[bookmark: _Toc40128489]Mentorship programmes in Tesco
The mentorship programmes within Tesco are related to the various probation trainings, different seminars and other training sessions within Tesco. For instance, it is seen that the newly recruited employees within Tesco are handed over to the senior employees for hands-on training. Each senior employee is tasked with tasked with mentoring 2-3 junior employees, and they are also tasked to maintain their overall business operations of Tesco efficiently at the same time. This makes the overall business operations of the organisation much more efficient, and it also allows the new recruited employees to learn their duties at a high rate, thus improving the overall workforce efficiency of Tesco at a high rate as well (Hopeet al.,2019).Another important aspect of the mentorship programmes of Tesco is that they arrange for communication between their diverse cultural set of employees. For instance, it is seen that the newly recruited UK citizen employees are usually assigned to be trained under a series of different employees, where each of them belongs to different gender and culture. This basically ensures that the newly recruited employees do not develop any prejudice against any specific race or gender, thus increasing the tolerance of the overall workforce of Tesco against diversity in workplace.
It can be argued that the overall strategies of Tesco regarding the mentorship programmes in their workplace is highly depended on hands-on practical trainings, and it does not rely much on theoretical trainings, In order to develop the theoretical backgrounds if the employees working in Tesco, seminars and workshops are arranged on a regular basis. In these seminars and workshops, the employees are taught about the vison and mission of Tesco, their business objectives, their business values and various other information regarding their business.Furthermore, in such seminars and workshops, the employees can participate in brainstorming sessions that help them to share their innovative ideas among each other (Faucettet al., 2017). Through the guidance of the leaders and mentors present in these sessions who are senior employees, the most innovative and feasible ideas are selected and attempted to be incorporated into the business operations of Tesco. In this way, the mentorship in Tesco helps them to develop an efficient and expert workforce for them.
[bookmark: _Toc40128490]Apprenticeship in Tesco
The apprenticeship in Tesco basically depends on the motivation level and efficiency of the employees, as well as their skills and talents. For instance, it is seen that the overall business activities of Tesco involves retailing, banking and telecommunication operations, and thus the employees are also recruited and selected in such a way that their skills and capabilities perfectly adjusts with the professional designations that present in the organisational structure that operates these businesses in Tesco. To ensure this, the recruitment and selection process in Tesco involves several layers, including preliminary shortlisting and eliminations, written tests, group discussions and personal interview sessions (Fortwengeland Jackson,2016). Furthermore, the process of selection is also depended on the business objectives and strategies of Tesco. For instance, in case of the business expansion of Tesco, several different employees for the various designations within the organisation is selected. Due to the long series of steps in the recruitment process, only the most efficient employees are selected, and this enhances the overall workforce efficiency of Tesco.
The apprenticeship in Tesco is also enhanced through the usage of Maslow’s pyramid of needs, which dictates the factors that can efficiently motivate the employees working in Tesco. For instance, according to this theory, the need that is prioritised among the employees with the highest level of importance is the physiological need which is comprised of the needs of air, food, water, shelter, health and clothing. For Tesco, the best strategy that they can take to meet these needs of their employees is related to the development of their employee remunerations and payroll, which allows them to meet the financial neds of their employees (Moriceauand Paes,2016). This helps the higher management of Tesco to inspire motivation among the employees who are working as apprentices, thus accelerating their learning curve within the organisation.
The need of security of the employees is met through the job security of the employees, which is assured through the job contract terms of Tesco as a business organisation. The need of belongings is met through formation of team and inspiring the development of coordination within that team, thus increasing the bonding of the employees within the organisation (Bridgmanet al., 2019). Naturally, this increases the bond between the apprentice employee and the mentors, thus enhancing the overall business operations of the organisation.The need of esteem is met through rewards and performance appraisal of the employees. In Tesco, their apprentice employees are encouraged to perform their best, and to ensure this, various plans for employee rewards and remunerations are arranged so that their motivation level can be increased. This also ensures that the employees are driven to create new and innovate e strategies to increase their work efficiency, thus enhancing their overall business activities related to the development of the entire business operations.
The need of self-actualisation is provided through the career development chances within Tesco. For providing the employees and apprentices working in Tesco to deliver their best business performances and rise through the organisational hierarchy, various opportunities are provided. For instance, one of the most important opportunity that is provided to the employees is the promotion system, which allows the employees working in Tesco to sit for promotion examinations and get posted in a higher job designation (Rahnamaand Lotfi,2016). This ensures that their overall employee motivation is drastically increased, as their employees now aim to increase their payroll through moving up into the organisational hierarchy. Thus, it can be argued that the overall business activities of the organisation are related to the development of the motivation level of the apprentice employees, and this is efficiently controlled in Tesco.
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Fig 2: Maslow's Pyramid of Needs
(Source: McLeod, 2020)
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The organisational culture in Tesco is basically a culture that support and facilitates organisational diversity within the workplace. For instance, the workforce of Tesco is completely balanced as it has over 1000 people who have different social attractions than normal people, such as lesbian, gay, bisexual and transgender people, which is quite a high number compared to the people working in the organisation. Furthermore, the overall business operations of the organisation are related to retailing, banking and telecommunication services, thus they have to learn to communicate with all the different types of people belonging to different types of culture and social background. Furthermore, it is also seen that the diversity within the workforce of Tesco is not something that has been developed accidentally (Driskill,2018). This diversity is developed with a certain planning that involved careful formulation of their entire human resource management policies, starting from their recruitment and selection activities to their various other employee relations policies.
[bookmark: _Toc40128492]Plan to meet the identified development needs and individual expectations in Tesco (PDP)
	Smart Goals
	Measurements
	Attainment
	Relevance
	Time duration

	To develop customer communication efficiency
	The level of customer communication can be measured through the increase of sales leads generated.
	To attain this skill, it is essential to increase the time duration of communication with mentors and colleagues within Tesco. Furthermore, it can also be enhanced through asking for feedback from the customers, as this allows the development of the awareness regarding own skill level, andinspires to improve it.
	This skill is highly relevant for an employee in Tesco, as it helps the employees in Tesco to convince their customers to purchase their products or services. It also helps to create loyal customer segment for Tesco.
	Within 2 months from the date of appointment

	To develop analytical skills
	The level of analytical skill possessed can be easily measured by the capability to successfully predict the success rate of any new business strategy to be appliedby Tesco.
	To improve the analytical skill, the most efficient strategy is to improve the capabilities of the employee through studying various books and textsregarding analytical thinking and critical analysis processes. Furthermore, it can also be done through participating in business decision-making process and other organisational practices that helps an employee to develop their leadership skills and analytical skills.
	This skill is extremely relevant, as it is required to maintain the capabilities of the employees, especially to develop their leadership skills. It can be noted that the employees with a higher analytical skill become the leaders of the future generation, thus creating the future workforce of the organisation.
	Within 4 monthsfrom the date of appointment

	To develop team coordination skills
	This skill can be measured through the success rate of the teams where the employee is a part. This gives the level of contribution that the employee makes to a certain teamwork.
	This skill can be improved through the development of the team communication skills of the employee, which can be done through allowing the employees to practice teamwork within the organisation of Tesco, especially in projectsand problem-solving teams.
	This skill is highly relevant for the employees in Tesco, as it allows them to improve their business activities that affect the entire business operations of Tesco. In fact, it allows Tesco to drastically increase the efficiency of their store operations, as their store employees work as a team.
	Within 1 monthfrom the date of appointment


Table 1: PDP
(Source: Learner)
[bookmark: _Toc40128493]Conclusion
The above study ahs critically analysed the various aspect of the individual and organisational development on the organisation of Tesco. It has been seen that the overall business activities of Tescoare related to the retailing, finance and telecommunication business. Thus, their employees are also selected according to the necessary skills for such an organisational structure, while also getting specific development plans for their professional career within Tesco.
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