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INTRODUCTION 
This report will include the development plan by understanding the needs and the areas for development in Tesco PLC. Any individual engaged with the organisation can be termed as the human resources for the organisation, the effort of the person for commencing the b business operation will develop the need for the change to achieve the objective. This report will also discuss the development strategies that help in the contribution towards the motivation for the employees to achieve their organizational objectives.  The development plan will also be created to define the areas that need to be improved for Tesco and build a healthy relationship with their employees. This report will help in understanding the concept of training and the development in the organisation. 
Tesco plc. Is the merchandise relative which one of the most valuable companies in the UK.  It is the fifteenth valuable retailer in the world by the survey of 2016. It is a public limited company founded by Jack Cohen in 1919 hackney London England, UK.  This company is spread numerous countries and locations worldwide with 7005 shops (Wood et al., 2017). Their pride is the supermarket, hypermarket and superstore.  This company has been immense growth since the 1990s and is an established and well-known company that serves in the large area and different locations of the United Kingdom. 
HUMAN RESOURCE MANAGEMENT SKILLS 
Training and development need for the human resource officer are very essential as this determines the efficiency of the skilled workers who are engaged with the company. People and the employees are the main stakeholders of the company and that determined the success of the company (Mazurchenko and Maršíková, 2019).It is eh reliability of the human resource officer to appoint and recruit skilled and knowledgeable employees for the company according to the needs of the various departments.  It's not necessary that each department of the company is skilled, every department has strengths and weaknesses, and the human resource officer is the person that looks after the needs for the development in the areas according to the target of the company. Human resource management is a planned, integrative, and cohesive approach to the employment, development, and well-being of the entire workforce ( Armstrong,2014) 



Training and development programs in the company help employees to achieve their targets as well and help in building an effective team that helps to connect with the organisation. As human resources trainee, it is important to examine and analyses the professional behavior of the human resource manager in Tesco plc.  This part of the report will discuss the skills in knowledge needed of the human resource manager in Tesco plc. (Doll, 2018).
Tesco, in general, is not in favor of the graduate, but in need of the skills and the knowledge that a person has to commence the operations of the business.  Tesco ensures the training and the development of its staff members to look after their skill set programmer and their job role in the organisation. Employees have the opportunity to enhance their skills and knowledge according to their role in the company (Furusawa  and Brewster, 2019).  
Human resource management at Tesco Is involved with the various activities that also comprise the recruitment process for hiring employees in the organisation. Tesco has made every possible opportunity for its employee to know their rights and to share their views with their respective leaders they also ensure the union support and ensure that their health and safety are the priority and should be taken care of. They implement the disaster management strategy that is helpful for the employees as well the shoppers . Tesco is comprised of various other activities other than the human resource management for looking after the provision of the good working ability of the employees in the environment and the commenting the various programs and events for the developing role in the organisation (the Times 100)
CRITICAL EVALUATION 
360 degree feedback 
Head of talent Jon sale has discussed with managers about the 360 degrees. Tesco is a great example of the 360 degree feedback program as they use this tool the treat different types of people. In this method directors and the senior manager participate to determine the area of the development through their feedback which is “leader at the Tesco training program”. This highlights the needs of the training and the development against the leadership skills of the manager and the human resource manager (Fleenor et al., 2020). This method is also referred to as the effective tool for deciding the job roles of the employees and the people in the company 





And this comprises of the employees with high potential. If this feedback has been well established another effort the senior need is to determine the identification of the opportunity for motivation and encouragement, it is also known as the review process (Smolle et al., 2018). There is a program in Tesco plc. Which is known as the inspiring performance programs that aim re-structure of the performance.
560-degree feedback 
It is the method for the employee's appraisal, these include superiors, subordinates, peers, self and even the vendors and supplier (Peng. and Zeng, 2017). This is the method of feedback where an individual get feedback from all the people as discussed above. This takes place during the action and the job filling capabilities of the person 
As a human resource manager, it is the responsibility to have feedback from the surroundings and the people engaged with the organisation to know the strengths and the weakness of the organisation and work on the weakness to increase the efficiency with the efficient use of the strengths. The feedback method is used to analyses the shortcoming of the target person in the organisation with the help of the motivation theory and the technique to motivate the peers. 
Human resources management is accountable for identifying the needs of the development t in the person by analysing the shortcoming and motivating them to do better for the organisation (Fleenor et al.,2020). The company also has external appraise such as Clients and customers. This method is the expansion of the 360-degree feedback. This is used by managers when employees interact with the clines or the customer or with the sales representatives and also with the delivery executives.
MANAGEMENT BY OBJECTIVES 
The objectives of Tesco are to become an environmentally friendly and pleasing place to work for the employees and offer chances and opportunities for the employees (Böhm et al.,2018). This model refers to the strategic management that helps in the improvement of the performance of the organisation with the clear objectives as well helps in aligning the objective of the organisation following are key takeaways of the management objectives:
·  It is the strategic model that has the aim of improving performance. 
· This encourages the goal stings and the action plan for determining the efficiency of the company. 
· Encourages people to achieve the objective of the organisation by the employees that cost the finance of the company.



As a human resource trainee, it is important to analyse the advantages and the disadvantages of the MBO in the organisation and also the implementation of these objective practices in the organisation. As a trainee in such a big and great company the following objectives has been analysed:
· Tesco wants to become a pleasing space for people to work and create an amazing working environment.
· They want to expand their sales to become organic manufactures of 1 billion pounds in the coming five years. 
· Tesco comprises 6.5 % of the market share they want to recover the target market of the non-food business.
INDIVIDUAL RELATED PERFORMANCE 
This model helps to determine the way of maintaining and managing the progression of the salary based on the assessment of the individual performance in the business. Tesco plc. is the biggest company and has some objectives has discussed above and can be managed by the implementation of the MBO the company. along with the management Tesco needs to determine the achieving of the objective through their employees which can only be possible If the employees are motivated and driven towards the objective of the company (Henn et al., 2019). It has been observed from the research that Tesco is made to help their customers and expand their business on a large scale. The human resource manager is responsible for looking after the needs of the employees in the company and offering them appraisal of their performance in commencing the operations of the company.
PRP Is linked the reward of the employees based on their performance and the efficiency in the business.  Current innovations help employees to determine their achievement based on the 360-degre model and the 560-degree e feedback model, which help in assessing their strengths and weaknesses. Based on which they can improve their performance in the business and can be managed by the paid link and analyses their salary progression.










All the above models have advantages and disadvantages in determining the efficiency of eh employees in the organisation and organisation responsibilities to fulfill the needs of the employees. The 360-degree model will help ineffective for the individual to determine their leadership skills, risk ability, teamwork and communication skills that help to resolve the issues of the company. At the same time for the organisation. It will be helpful if the individual is aware of the responsibility and the potential, organisation efficiency to work will be improved.
560-degree feedback will help an individual to understand the eternal appraisals and their needs to fulfill their demands at the same it will help the company to fulfill the demand of the stakeholders which will help in the expansion of the company on the large scale and to achieve their objective (Blumberg et al., 2019). Employees are an integral part of the company and the development and training of the employees will affect the operations of the business s, they are the two sides of the same coin that goes hand in hand. They have a common goal that is the achievement of the goal of Tesco plc.



PDP
PDP stands for the professional development plan that will help in the achievement of the SMART objectives of the individual and the company. It has been analysed from the discussion that Tesco plc. is already a very established company, but the above discuss model has advantages and disadvantages (Dagdag et al., 2020). The research shows that communication skills, adaptability skills and teamwork skills need to be improved so that the target of the company will be achieved in the given period.  











	Development objectives
	priority
	Activities to be undertaken
	Resources
	Target date
	End date
	Success
criteria

	Communication skills
	high
	Listening and guessing emotions
	Notes and reading books along with attending online courses
	20.01.2022
	25.02.2022
	This will help in better understanding of the employees

	Adaptability skills
	low
	Navigating and reviewing issues
	Learning for others, examining weaknesses strengths 
	20.02.2022
	15.03.2022
	Identification of mistakes will improve willingness to do better

	Teamwork skills
	medium 
	Training programs and meeting
	People and finance
	20.03.2022
	04.04.2022
	This will create uniting among employees and improve efficiency




From the above development criteria, it has been analysed that communication skills will be improved on a high priority basis as this will help to build a healthy relationship among the employees and the human resource manager, thus can be reviewed between the 20th of January and the 4th of April 2022. Adaptability skills will be improved on a low priority basis because it is the potential of the individual that needs to be taken into consideration. These skills can be improved with fewer efforts along with communication skills where teamwork is the main priority which is dependent on the communication of the leader with the employees. Better communication will lead to better relations and will create unity among the employees and will create efficiency among the employees .






CONCLUSION 
This report concludes the implementation of the various vehicle models in the company and their impact on the organisation and the employees. The responsibilities of the human resources department and the manager is also analysed in the above report. It has been analysed that the 360-degree model helps in analysing the strength and the weakness of the individual in the company where 560degree is the expansion of the 360-degree feedback.  As a human resource trainee, it is needed to examine the impact on the organisation of the external appraisals based on the feedback. Whereas management by pay objectives determine the criteria of the employees based on their knowledge and the skills they put in. it has been analysed form the report that even the successful o company have advantages and disadvantages of the various programs that need to be handled by the various departments of the company. The professional development plan has been examined to cover the weak areas as a human resource manager.  Further, based on the analysation a few recommendations will also be provided to Tesco.  






















RECOMMENDATIONS  
The following are the recommendations for Tesco plc. That can be improved by the contribution of the employees and the human resources department in the company:
· Tesco is a domain to strengthen the penetration of the consumer. Tesco can enhance its relationship with the consumer to expand in retailing organic manufacturing and spend some more time in understanding the needs of the customer and fulfilling them on time. 
· Tesco needs to build consumer trust to increase sales and influence the customer to spend more on the products of Tesco.
· As a human resource trainee in Tesco, it is important to recruit people based to do their ability to do work to reduce the cost of development programs and training and the development in the company. 
· Tesco can revitalize the loyalty programs for the employees and its customers. For the better deal and widen the customer's base
· Tesco can expand in different countries to create cultural awareness among the employees which will be helpful for the human resource department to recruit people with the different cultures e, as diverse cultures in the organisation will recommend the various creative and innovative ideas of commencing the business operation and will help achieve the target and also the expansion of the business on large scale. 
· Tesco can choose the product penetration strategy to increase their profit margins 
· Employees should be hired based on their ability and interest in the company for making based on the customer trends in the market. 
· To create trust among the customer and the employees, Tesco can opt for charity programs concerning the surplus of the food.
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