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     Multi Temperature Supply Chain Experts in the United Kingdom and Ireland Oakland International, a family firm founded in 1998, is an award-winning integrated supply chain specialist with a reputation for innovation through sustainability. Oakland's multi-temperature facilities in the United Kingdom and Ireland serve the retail, wholesale, discount, and convenience markets.
     With strategically positioned depots in the UK and Ireland, including Redditch (HQ), Corby, and Bardon in the UK, and Dublin, Ireland, which is ideally located and next to the airport, our network provides the ideal multi temperature service network for your supply chain needs.
     Oakland provides a variety of value-added services, including Contract Packing, Food Tempering, Direct to Consumer (D2C), Distress Load Management, Acorn Trade Partners (ATP) food and drink brand development support, and Border and Customs support through EORI at Folkestone and Worksop.
     Oakland, a BRCGS-accredited supply chain partner, provides a cost-effective and efficient 3PL solution to many well-known food and consumer goods manufacturers and retail brands into all major destinations such as Tesco, Asda, Waitrose, Tesco Dublin, Musgrave Ireland, Dunnes Stores, and all UK retailers SPAR, Aldi, Lidl, Sainsbury's, Tesco, Nisa, and Boots.
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TAYLOR TEORY: 
     Frederick Winslow Taylor was born in Philadelphia, Pennsylvania, in 1856.
     Taylor spent his adolescence studying and travelling throughout Europe before enrolling in Phillips Exeter Academy in New Hampshire in 1872.
     He was invited to Harvard Law School after graduating but was unable to go owing to bad eyesight.
     Taylor then worked in different manufacturing-related roles before earning a mechanical engineering degree from Stevens University of Technology in 1883 and became Chief Engineer at Midvale Steel Works in Philadelphia.
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     He became General Manager of Manufacturing Investment Company after resigning in 1890 but left the company in 1893 to pursue a career in engineering management consultancy. Taylor served as President of the American Society of Mechanical Engineers from 1906 to 1907 before becoming a professor at Dartmouth College's Tuck School of Business. Taylor’s most famous book is "Principles of Scientific Management," published in 1911. In this book, he provided various management strategies that were scientifically founded and might improve the efficiency and productivity of industrial organisations. 1
     Taylor is renowned as the father of Scientific Management, sometimes known as "Taylorism," as a result of his work.
     Taylor's Scientific Management seeks the most efficient approach to complete every task. He believed in universal rules that governed efficiency and that these laws were not subject to human judgement. The purpose of Scientific Management was to discover the "one best way" to accomplish things in the most efficient way possible. Taylor applied a scientific approach to production. He did not appreciate workers' human needs. The following quotes demonstrate this: "In our scheme, we do not ask the initiative of our men. We do not want any initiative. All we want of them is to obey the orders we give them, do what we say, and do it quick" (Frederick Taylor)
     Workers do not frequently like work since Taylor felt that workers were primarily driven by salary and money. As a result, they must be closely monitored and regulated. Taylor thought that employees had a natural desire to relax and slack off whenever they could. He referred to this as "natural soldiering."
Managers can aid by breaking down each employee's job into more digestible, bite-sized tasks.
Training should be provided so that all staff complete these activities in a consistent manner.
Workers should be compensated depending on their output (piece rate).
This results in a solution where everyone benefits. Workers are encouraged to work hard in order to earn more money, and the company's production is as efficient as possible (profits are maximized).
     As a former employee of Oakland International, the Taylor Theory is used by the organisation.
     As a line leader for the firm working on the production line, I am aware that training must be offered by the company to any employer. Through these trainings, the company ensures that any duty is completed in the manner desired, such as in a standard manner. The company's managers decomposed the work by assigning smaller chores to employees, such as washing garlic in exchange for getting it previously cleaned and putting eggs in individual cardboard boxes to earn a significant amount of money by avoiding ordering them ready packed by a competent company. 
     The company had saved a significant amount of money through all of these "jobs," and the payment to the employees was based on the targetable obtained by the employees, all the time the payment to the employees was quite small considering the fact that the work was under target nonstop and was performed at a temperature of 1 degree Celsius. A supervisor was used to watch the work on two production lines, and to make matters even more uncomfortable, the company's employees frequently shocked those in the offices by using binoculars to follow the company's employees if they exercised the work required to the company's standards.
     Given that the work is difficult and at a low temperature, the company's supervisors or managers tended to force you to offer training to a new employee. Furthermore, if the work done by you was not up to their standards, another worker was always assigned to do what you should have done, and if even this man was unwilling to do it, another employee appeared.
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   Taylor believed that money motivated all workers, thus he advocated the concept of "a fair day's pay for a fair day's work." In other words, if a person did not accomplish enough in a day, he did not deserve to be paid as much as another worker who was extremely productive. 
   From the perspective of the diligent worker," earning money based on the task delivered will be regarded fair, and he will desire to work more as this will enhance the pay rate he will receive. If both employees' pay rates are the same and one meets the target while the other does not, there is a chance that a conflict will arise between them and management. 
  But if we look to the other person point of view, he will take this option as an unfair treatment because even he is not achieving the target, he should be paid the same pay rate considering that he is working the same number of hours as the diligent worker’’.
  Some of the management may consider that the pay rate should be the same even if one is working more than another as they think that two hands are better than nothing, even if they do not achieve, they are target they still do some work.
 
   People who consider themselves to be diligent workers may lose faith in management, the organisation, and the security of their position.
    The productivity levels of your employees define how much value they actually produce, which is why it is critical to focus on creating a happy work environment for them.

However, encouraging individuals to be productive for short-term gain is not the only goal. It is also about the long term, because having a productive workplace leads to additional benefits such as increased engagement levels, more well-being, and an improved culture.
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         Employee conflict can have an impact on productivity, corporate morale, and the overall climate in the workplace. You may enhance workplace relationships and teach employees conflict resolution skills that they can use in the future by resolving employee conflict. Learning how to settle conflicts might prepare you for future problems in your department.
         If there is a problem between employees at an Oakland company, it should be reported to the supervisors in authority. If the supervisors are unable to resolve it, the case will be escalated to the management team, who will investigate how the conflict occurred, considering if any witnesses were present at the time and taking their declaration and any details that are available to solve the case. The people involved in the conflict will then be asked to meet with the management team. After the decisions are made, the management team will prepare a report based on all of the papers, and action will be taken in accordance with corporate policy.
      Some of the sanctions include file notice, disciplinary report, suspension, and dismiss.
     Another battle in which I was directly involved as a victim, I had to fight back against what was not the best decision we could make. Another battle in which I was directly involved as a victim, I had to fight back against what was not the best decision we could make. A co-worker swore me in multiple times, and on the last infraction, I calmly begged that person to cease. I was sworn in multiple times by co-workers, and on the last incident, I calmly asked that person to stop bringing insults to me and injuries, but it went on to upset my family. Given that I reported this matter to my superiors, and they did not take any action, I decided to do myself justice. On numerous times, I leaped on the one who started the dispute. At that point, the supervisors arrived and separated us so that we would not get injuries, or the matter would escalate. Following all of this, we were summoned to the manager's office, one by one, to hear each of our versions, after which we were put face to face to discuss the issues. After disputing the matter, I received a file note for reacting forcefully, and my co-worker received a final notice informing him that if he participated in any case of aggression in the company or offence, he would be fired. 
     A more unique case in this company was when a co-worker accused a group of boys of attempting to rape her; this case was reported to the supervisor and above to the managers and HR, and the police were also involved; in this case, the perpetrators led by the victim were called to the audience inside the police, and at the end of the trial, they were kicked out of the company led by the victim because it turned out that it instigates the boys. After interrogating the witnesses, it was determined that the victim was not committing his first offence of this type, in which he made overtures to multiple guys in the company at the same time. The examination of the witnesses revealed that the victim was not committing his first offence of this type, in which he made overtures to several lads in the company at the same time. Because the company does not accept such accusations, it was decided that the best thing for the company would be to fire everyone, including the victim, for insubordination, which causes great discomfort for those involved because they will need their reference for future employment and their file does not look genuinely nice. Because the company does not accept such accusations, it has decided that it is best for the company to fire everyone, including the victim, for insubordination, which causes great discomfort for those involved because they will need their reference for future employment and their file does not look genuinely nice. Because the corporation rejects such claims, it has decided that it is best for the corporation to fire everyone, including the victim, on the basis of in disciplinarity, which causes enormous anguish for individuals involved because they will need their reference for future work and their file does not even mention this.
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