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 EXECUTIVE SUMMARY
With the increase in the competition of human resources which has had an impact on the economy recently, organisations have come under pressure to train and develop their employees for future jobs. The importance of training and developing staff cannot be over emphasised.
The present case study will focus on the training and development of employees in Tesco PLC, how the training benefits both the organisation and the employees. There will also be a critical evaluation of development vehicles that can be used for the personal development of the employees. These tools are important if the organisation wants to remain relevant in the industry and employment market.

INTRODUCTION
The success of a good organisation is dependent on a well-trained and developed workforce. According to Mary Kay Ash (2007), “People are definitely a company’s greatest asset. It doesn’t make a difference whether the product is cars or cosmetics. A company is only as good as the people it keeps”. Training has also been defined by Armstrong (2001) as “the systematic development of the knowledge, skills and attitudes required by an individual to perform adequately a given task or job”. Flippo (1984), defined “Training as the act of increasing knowledge and skills of an employee for doing a particular job.” The primary objective of training and development is to make sure of the availability of a staff that is willing and ready to do the job. There are different ways of carrying out employee training and development. The two major types are on- the- job training and off-the-job training. On-the-job training is where the individual is trained whilst doing his normal day to day job. This includes apprenticeship and coaching, job instructions, job rotations, internship training which is almost the same as apprenticeship and committee Assignment. Off-the-job training is where the person has to attend courses and seminars outside the workplace. Examples of this kind of training are programmed instructions such as Business games, simulations, classroom lectures, seminars and workshops among many others.
The training and development of employees is an ingredient for a strong and lasting workforce in a competitive human resource market.
This assignment will critically focus on providing an assessment of potential benefits of developing individuals in the workplace both to the individual and the organisation. Secondly, it will also seek to evaluate what development vehicles are available to my organisation and the extent to which they are appropriate in meeting the needs of individuals in the organisation. Finally, a development plan that identifies the needs and expectations of the employee will be created. This assignment will use Tesco as a case study.
Tesco is one of the largest British retailers with branches in different parts of the world including Europe, Asia and the US. It was founded in 1919 by Jack Cohen, who started out by selling groceries from a stall in East London. Tesco has since grown tremendously through the tears. This it has done through the acquisition of new outlets, offering great retail service and top-notch customer service.
Tesco has grown from one small grocery store to over 2,200 stores in the UK alone. They range from the Tesco Extra stores to the Tesco Express ones that you see on the High street today. They have also diversified from selling food items to include insurance services, telephone services, equipment and airtime sales. Banking is also not left out. 
Due to this expansion and diversification of products and services, Tesco customers find it easy to do all their shopping in one place, be it online or in store. Tesco has become o one stop shop for all their needs, and this has tremendously helped the growth of its customer base.
With the growth of Tesco as a company, comes the growth of its workforce. It has about 280,000 employees in the UK alone. Therefore, it needs to have flexible and properly trained employees who can understand the various needs of the customers and how best to serve them.
There are both in store and non-store roles in the Tesco such as;
· Office-based roles for staff who work in departments like personnel, finance, marketing amongst others.
· Logistics staff who oversee product distribution.
· Those who work in the warehouse, preparing the products for distribution to the stores. This also includes those who help offload and sort them out in the stores.
· Different departmental heads like the Regional Manager, the store manager, Duty managers and so on.
· The customer Assistants who are in the store to provide customer service duties to the customers.
Tesco understands the vital need for its staff to have good training, job satisfaction and improved overall skills as this is pivotal to the continuous growth of the organisation and employee retention.

TASK 1 
CRITICAL ASSESSMENT OF THE POTENTIAL BENEFITS OF PERSONALLY DEVELOPING THE IDIVIDUAL BOTH TO THE ORGANISATION AND THE INDIVIDUAL
Training and development are very important and crucial for the development and growth of the organisation. The success of proper training is fruitful to both the employers and the employees. Focus must be placed on individual and team performance through training and development programs. Companies must always seek to identify the training and development needs of its staff if it has the intentions of maximising its effectiveness.
[bookmark: _GoBack]A company that invests in the improvement of its employees’ skills and knowledge reaps the fruit in the form of increased productivity and employee effectiveness. Training and development are factors that can lead to long-term and short-term benefits for all stakeholders. Some of the benefits to the organisation are discussed below.
1. It helps to attract and keep the best employees. The hiring process and retention of employees is seen as a great challenge and expenditure for organisations. Hence, the presence of a good employee training and development program can help make it less of a challenge. Potential employees can be attracted to join your organisation when they learn what they stand to gain in terms of growth and development.
2. It helps to build a loyal workforce. When the staff knows and understands that the organisation is willing to invest in a solid training and development programme feel like they are an important part of the organisation and prone to stay longer and remain loyal to the company. Leonard, (1998) has stated that “to retain employees, organizations need to think seriously about their investment in training and development”. This is very true in the case of Tesco. The staff are loyal because of the training and feedback that they receive. The training is mainly on the job training.
3. Increase in the reputation of the company. Potential employees and customers love to work for organisations that provide training and development for its workforce. They are ensured of ongoing progress when they are hired by such companies. Customers also like doing business with companies that understand how to take care of their staff
4. It helps to identify and encourage employees who are due for promotion. Hiring from within the organisation to fill vacant posts is very important as it creates room for progress on all levels. Senior level employees are the ones who understand the workings of the organisation and therefore promoting them increases their loyalty. It also helps to identify the strengths and weaknesses of individuals in the organisations and ways to help them work better and improve their skills.
5. Employee engagement. When an organisation has employees, who are bored with their job, it can be a recipe for disaster. Constant training and development programs will help reduce workplace idleness and boredom. Engaging them productively can also keep this in check. Another way to keep employees engaged is to create training and development initiatives that are fun and challenging. Bashin (2019).
6. Development of future leaders and better managers. Having a ready pool of qualified leaders and employees can help to reduce the impact caused when a leader or senior employee leaves the organisation. When a good training and development process is in place, you can easily replace any gaps in the leadership of the organisation. This can help to establish an organisation for change and better growth. Bishop (September 2018).
As there are benefits of training and development to the organisation so there are also some benefits to the individual employee. Some of the benefits that the employee stand to gain are listed below.
1. Motivation. When an individual receives proper training from the organisation that he works, he becomes motivated to give his best to the service of that company. It also boosts the confidence and morale of an employee when his development needs are met by the organisation through training. Employees will be more loyal to an organisation that takes their training needs into consideration. Employee satisfaction is not always based on financial gains but also on what they could be going away with. This decreases a company's employee torn over as less people are likely to leave.
2. Training and development also help the employee to improve his decision making and problem-solving skills. He can make better and informed judgement. When an employee learns new skills, he is eager to do more and put those skills to work. According to Dillich (2000), most employees that to earn higher salaries, it is important to go through training and development. They also need to make sure that they have current and marketable skills required by most organisations. Without training, an individual might not get to the level he wants to within the organisation.
3. A confident worker will feel more comfortable working with others in a team. He may even accomplish more than what is expected of him and with good training and development, he will be able to use his acquired skills to take new projects and challenges.
4. When an employee is trained, he develops a better relationship with the management and becomes a good team player. A well-trained employee brings more business into the organisation through the services they render to clients and customers. People want to do business with a company that understands current trends and provides excellent services. Feldman (2000) argued that young professionals who have ambitions to become entrepreneurs understand that they neither have the experience nor the financial capability tend to join companies which provide training programs for their employees. This gives them the foothold they need in the business world.
5. It also prepares the employee for life outside the organisation in respect to getting better paid jobs. When a well-trained employee decides to move on from the organisation, he could spread the news about the quality of training he received from that company especially if it helped him to get a better paying job. So, it is more like advertisement by word of mouth.


TASK 2
VEHICLES FOR DEVELOPING INDIVIDUALS NEEDS WITHIN AN ORGANISATION
It is important for an organisation to continuously use different development vehicles or techniques to enhance employee performance.  This is what will be critically assessed in this section. 
1. Key Performance Indicators otherwise known as KPIs is usually used as a pointer to how well a company is doing, how well the employees are performing in their respective jobs. It is not just used for measuring performance alone but also used as a decision-making tool. KPIs tend to find solutions by asking questions about its effectiveness to offer lasting solutions to issues arising within the organisation, decision making and achievable goals for the organisation. KPIs that are properly and well-designed should be used a tool that provides a clear picture of the ongoing levels of employee performance and whether the organisation is where it is meant to be at present. Tesco only uses this for its high-level staff.
2.  Performance Appraisal is usually used together with KPIs. Dijk, (December 2015) has defined Performance Appraisal as “the methods and processes used by organizations to assess the level of performance of their employees and to provide them with a feedback”. Performance Appraisal is important to the organisation as well as the employee. It helps the organisation to understand the level of competence of the employee and on the other hand, it helps the employee to better understand his areas of strengths and weaknesses and how to improve them. According to Kluger and DeNisi (1996), the feedback from a Performance Appraisal helps an employee to better understand that they are being measured against the achievement or target required of them. Performance Appraisal can be a powerful tool for aligning the goals of the employee with the expectations of the organisation to achieve greater success. For this tool to be effective, employees must feel and believe in the transparency, honesty and fairness in the process. 
3. Motivation. Employees work better when they are motivated to do so. (Mullins, 2007). Elliot, (2001), has argued that motivation is “an act or a process that gives a person a reason to do something in a way, or an explanation for repeated behaviours, needs, and desires”. That means that motivation gives an individual a reason to work towards the accomplishment of a goal. Abraham Maslow propounded five levels of needs known as Maslow’s hierarchy of needs. This explains that a basic need must be fulfilled first before comfort. Then the individual will be motivated to look at other level of needs to be fulfilled. Maslow’s hierarchy of needs are as follows
·       Psychological: These are basic needs of a person, like food, water and     shelter. These needs must be fulfilled before anything else.
·        Safety: These are things like financial security, personal security, good health and general wellbeing of the individual.
·        Love/belonging: This has to do with building relationships, family, love life amongst others.
·        Esteem: This has to do with self-confidence and being respected by others around you.
·        Self-actualisation: This is the desire to achieve your dream and be what and who you want to be.
          In order to get the best out of your team members, you should be able to offer them the necessary support they need. This might include making some sacrifices on your part to motivate them. It does not have to be much but being considerate and reasonable could be a good motivation for your team to want to achieve their best. Allowing them to be part of their performance management process could also be a good motivator.
4. Management by Objectives:  This is a performance management tool or approach that is used to balance the objectives of an organisation against the expectations of an individual. This is a process founded by Peter Drucker in 1954. It is a process that defines specific objectives and outlines how each objective should be achieved. It helps the employees to understand what their achievements are as each objective is met.  The idea is that when employees are more involved in the setting of goals that they are meant to achieve and choosing the way to achieve those goals, it gives them the motivation to achieve those goals. During this process both the manager and the subordinate are meant to agree on set goals for the subordinate and how he/she will meet those goals. This makes the employee to feel that he is involved in his own development in the workplace and would in turn put in a lot of effort in achieving the set goals.
5. 360 Degrees Feedback: This process, which is also known as multi-source assessment, is a situation where an individual is anonymously assessed by people who work with them. The feedback can be upward or downward, that means it can be from the subordinates to the managers or managers to the subordinates. Anyone can be used to give 360-degree feedback. Lepsinger and Lucia (1997) have defined the 360-degree feedback method as ‘the feedback process which involves collecting perceptions about a person’s behaviour and the impact of that behaviour from the person’s boss or bosses, direct reports, colleagues, fellow members of project teams, internal and external customers, and suppliers’. This tool is also used as a training and development technique, the aim is for individuals to have an insight into their key performances and working relationship with others.
      This management performance tool is beneficial to both the organisation and the individual. A few of the advantages are,
· It increases the self-awareness of employees. It gives an individual the full report of the perception of other people about him.
· It brings to light the strengths and weaknesses of the employee. It helps the organisation to discover certain hidden potentials of an employee. This can lead to better training and development of the individual in those areas.
· It also creates a culture of openness within the organisation.
6. Reward and Recognition Programs: When an individual is recognised and rewarded for a job well done, it will boost his morale and motivate him to do more. In an organisation where excellence is not recognised or rewarded the motivation will be low. Reward and recognition set a competitive edge for employees to achieve more. This could come in form of financial rewards or giving awards to high performers. It could also come by way of promotion to a higher level or a bonus at end of the year. The fact that an effort is recognised by management goes a long way to make an employee feel gratified.
7. Personal Development Plans: PDP is a well cut out action plan that is founded on the awareness and reflection on performance and training needs of an employee. It looks at the strengths and weaknesses of that employee, then draw up a plan to improve the weaknesses through training. It helps the individual plan what they want to improve on and how they want to achieve that improvement. This helps to understand that the organisation values him and is willing to invest resources in making him a better employee. The PDP must have SMART objectives to achieve success. It must be measurable and timely.
In Tesco, most of these development vehicles are being used to help train and develop the employees. The result is that it creates a better working environment where everyone feels a part of the team. Employees are motivated to do more especially with the reward and recognition program where top achievers are given awards at the end of the year.
The 360 degrees feedback also puts individuals on their toes as they don’t know who is watching and the kind of anonymous feedback they might get. Managers are also involved in the scheme and therefore wants good feedback from both the customers and their colleagues. 







TASK 3

	                                   PERSONAL DEVELOPMENT PLAN

	
	OBJECTIVES
	ACTION
	RESOURCES
	TIMESCALE

	Development in a new role
	Conflict resolution management
	Employ conflict resolution strategies.

Take a course on conflict resolution
	None




My time. £200
	Immediate start



Two weeks

	
	Listening Skills
	Learn how to listen and watch out for body language.

Try to communicate more with colleagues and team members while listening to them
	My time
	Immediate start 



One month, then evaluate results

	
	Leadership
	Take leadership training courses.

Speak to my manager about taking a lead role in a project
	Get online training manuals including books on leadership and management
Cost is £300

	Two weeks

	
	Strategic thinking
	Take online courses on strategic thinking.

Read books on strategic thinking skills.
Practice what I have studied and researched.


	£250






£150
	Start next month for two weeks






Start immediately

	
	Time management
	Take courses on time management.

Make use of online calendar and diaries to manage my time.

Declutter my timetable to be able to achieve more.

Delegate less important issues to subordinates.
	£100











	























 
In developing a personal development plan, consideration must be taken to address areas that need improve in the individuals work life. There is the need to achieve a work life balance in all of this and this is by creating a good training and development plan for that person. A personal development plan is like a written agreement plan by both the manager and the employee going through the training to understand what is needed to be done. It must be measurable and fulfil all aspect of the SMART objective. 
In addition to the PDP above, I intend to find good role models to learn lessons from. I will interview and ask them questions for advice, tips and best practices for each of my development objective. Then I will put all in practice.



CONCLUSION
In this essay, we have been able to discuss how training an individual in the workplace benefits the organisation on one hand and the employee on the other hand. We used Tesco as a case study. The training of an individual can be most beneficial if that person is involved in the planning and developing the training program. This way they feel and understand the importance of what is being planned for them. 
Training employees in Tesco has helped them to retain most of their employees. Some have been there for so many years progressing through the ranks. The benefits of training employees also increase productivity, employee satisfaction, increases motivation and creates a workplace culture of job security. It also reduces employee turnover. It also helps to build the image of the organisation. Potential employees love to work for companies that offer great training for their employees. This is because they know that they can grow and develop in such environment. It fosters the spirit of teamwork. When employees are trained, they become loyal to the company. It is therefore pertinent for an organisation to train its workforce to remain relevant in the employment market.
The benefit to the employee cannot be overemphasized. The employee will be motivated to do more, he will learn new skills that can be applied in the workplace. They will also be able establish better network with their colleagues. They will be able to meet targets on time without pressure. They will also be able stay ahead of current trends in the workplace and the job market. This will increase their opportunity for career progression within the organization. This will eventually lead to job satisfaction for the employee.
The different vehicles for training and development were also discussed in detail. These are tools like performance appraisal, key performance indicators, reward and recognition program, 360-degree feedback, management by objectives and personal development plans. Using these training tool will help an organisation to stand out in the employment market and with their customers.
Tesco uses the reward and recognition programs, performance appraisal and the 360-degree feedback for most of its employees. This is not enough to give a good indication of the staff performance. My recommendation is that there should be more tools used to enhance the development of staff to ensure optimum results. Staff should more involved in drawing up plans for their development, this way, they will be more motivated to participate and practice what they learnt during training.
For a company to create a culture of high performance, it must invest or develop performance management tools and techniques such as the ones mentioned above.
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