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Tesco is one of the giant retail in the UK. Tesco plc, trading as Tesco, is a British multinational groceries and general merchandise retailer with headquarters in Welwyn Garden City, Hertfordshire, England, and United Kingdom. It is the third-largest retailer in the world measured by gross revenuesand ninth-largest retailer in the world measured by revenues. It has shops in seven countries across Asia and Europe, and is the market leader of groceries in the UK (Tesco, 2018). 
This writing will cover the sustainable workplace relationship in the Tesco. There also be present different organizational benefits and personal relationship benefits. This writing will also cover the different management theories. What are basically needs to develop personal relationship are also be described in this writing. 
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To ensure the sustainable growth and development of the Tesco, the organization needs to ensure all the elements needed for personal development of the employees of Tesco. For this there are some benefits waiting both for Tesco itself and the employees themselves. Now, let’s have a look to these benefits. 
[bookmark: _Toc529289646]Potential benefits to the organization
Continuous improvement: Tesco may able to increase the wheel of development. Through the development of the manpower within the organization Tesco able to ensure continuous improvement in the both productsand services. Notonly that Tesco also able to ensure better customer satisfaction for the customers by improving the channels through which they serve their customers. As employees are directly related to the end customers that why there is no other way to ensure better customer satisfaction without the individual development of the Tesco. But if Tesco can ensure it they can easily ensure continuous development for all of their services and products (Petersen, 2013). 
Increased communication: One of the key benefits of Tesco to develop the organization and individual is that it hep to increased communication level. This communication is very much significant for within the organization and outside the organization. For example, effective communication channels help to ensure better communication, better interaction, better feedback and other factors. Effective communication would help Tesco to share the organizational goals and objective with the employees. According to these goals and objectives they also get chances to develop their personal skills and qualities that are fundamentals for the task perform. 
Products and services improvement: Another major benefits for Tesco is the products and services enhancement. This enhancement is only possible through the organization development. When the organization develops its employees also develop. For this reason there has the highest possibility to be innovative for the Tesco. So, with the innovation Tesco ensure products and services improvement. In this scenario, employee engagement is high leading to increased creativity and innovation. Organizational development also increases product innovation by using competitive analysis, market research and consumer expectations and preferences (Fried et al, 2015). 
Increased revenue: Organizational development affects Tesco in several ways. First of all, innovation and creativity help to ensure maximum productivity within the organization. Then the best innovation and communication channel help to reduce production related cost. That why Tesco able to ensure economics of scale and efficiency in the production. As organizational development aligns objectives and focuses on development, product/service quality and employee satisfaction are increased. 
[bookmark: _Toc529289647]Benefits of personally develop relationship in the workplace
Improve teamwork: When people know one another then they are able to work more smoothly than any other situations. For this organisation needs to ensure some supportive activities. For example, in Tesco if employees need to work under team then they need a longer time to know the other team members. Otherwise the team would remain ineffective. But the light of hope that with the organizational development employees development also run automatically. So, when Tesco’s team members start to know one another they are starting to break the ice and ensure improve and effective team work. 
Improve employee morale: How much time employees spend in one another's presence, the development of good relationships in the workplace can increase employee morale. If co-workers would be friendlier and they may help in achieving personal goals then there is the high possibility that employees’ morale would be increased. Because the employees can share each and every responsibility with other (Liang et al, 2011). Thus, they would able to reduce working stress and cam make fun while working. Similarly, if the situation would go reverse the working condition of Tesco would be unfavourable and it might affect the employees’ morale. 
Reduce employee turnover: When the employees of Tesco would be felt more connected with the company and they can share and make decision for particular objects, they would like to feel proud and prestigious within the organization. They might share the same mission and vision that the Tesco share itself. There co-workers would become more friendly and act as a family. So, in this situation employees of Tesco would find out more interest and flexibility in working with Tesco. So, they might leave searching another job in another company. So, it able to maximize employee retention rate. 
Increased productivity: There is a proverb in the business that happy employees means happy customers. So, Tesco needs to make ensure all of the employees’demands if it wants to ensure satisfied customers. With the workplace relationship Tesco may able to ensure all of the employees’ development needs and wants. By thisemployees become more committed towards the Tesco and they try to achieve organizational goals and objectives. As Tesco ensures all of their needs and wants (Salas et al, 2015). For this they devoted themselves in the maximum production and maximum resource allocation within the organization. So, personally develop relationship ensures better productivity. 
[bookmark: _Toc529289648]Work place relation theory
Workplace relationships are unique interpersonal relationships with important implications for the individuals in those relationships, and the organizations in which the relationships exist and develop. Workplace relationship affect the employee in both directly and indirectly. This affect may be both positive and negative. This depends on how the organization use this theory towards the employees. 
Unitarist: Unitarist theory describes that all the people with the organization are harmonious and integrated. They follow the same culture that the organization follows. They are considered as the loyal employees of the organization. Thus organization can ensure mutual cooperation within the organization for any issues. Because all employees within the organization share same mutual interest for any issue. For this reason management of the organisation can able to make better understanding within the organization. As there is no opposition among the employees (Hopkins, 2015). However, the conflict on employee relations is considered pathological and disruptive outcome caused by interpersonal friction, communication breakdown, as well as agitators. Under this theory it is said that there is no necessary for any trade unions to ensure peach and work balance for the employees. Because this theory does the same things that the trade union can ensure. Moreover in some context, this theory may able to do more than the trade unions. 

Pluralist: Generally organization is made up of different people from different culture, origin, demographic area, and ethnicity. So, there must be some differences among the groups. Due to these differences different groups have different responsibilities, liabilities and loyalties. In Tesco there must be different groups. But among them management and trade unions are noticeable. The task of management is not enforcement and control but persuasion and coordination. But the trade unions play a role of the lawful delegator of the employees. So, there must be some potential conflicts between this two particular groups. However these potential conflicts are managed through the collectivebargaining. As it is believe that more diversity within the organization means more conflicts. When conflicts arise then there is no other way than solve this through mutual understanding (Appleton, 2017). 
Marxist: This theory is also known as the radical perspective. This theory is used broadly in the capitalist society to ensure the workplace relation. This theory recognized the inequalities in the workplace and employee relationship in the broader sense. Here conflicts also seen as the inevitable matters for any business organization. But the degree of conflicts may vary based on the management power of the organisation. This theory emphasizes on the natural response for solving the conflicts. For instance, in Tesco if any conflicts may arise then this might be solved by natural response (Gagne et al, 2015). Natural response means employees themselves would be come forward for their misunderstanding without the trade union. Then the fault is found out and management takes necessary steps to solve this. 
[bookmark: _Toc529289649]Upper-lower class working theory
This theory states that an individual would behave differently if he/she is being observed and if he/she becomes aware of this. For this individual shows different reaction in different situation. In McGregor's X and Y theory, it is said that managers’approaches have potential impact on the work performance of the subordinates. For example, in Tesco if any employees notice that they get superior level people attention, they try to act more effectively to draw the attention of the higher level so that they can get some benefits or preferences. Whereas they feel that they receive some especial attention from the top level management that are completely different from others. The basic understanding of upper-lower class working theory is that upper class has the power to create favourable and unfavourable working environments. 
One of the golden rules of the upper-lower class working theory is that someone needs to treat someone in a way he/she wants to be treated from them. So, the managers of Tesco needs to treat their subordinates in a way they wants to be treated from them. If subordinates know that they are treating in the same way as they treat the superior (Marlow and Patton, 2010). So, the subordinates get the same honour and dignity that they are offering towards the superior. This obviously encourage their desire for the positive relationship in the workplace of Tesco. 
Others theories that try to clarify the workplace relationship are the leader-subordinate theory, workplace relationship theory and the information experiences theory. Leader-subordinates theory is the same as the upper-lower class working theory. But the information experiences theory allow subordinates to access in the company database. Whereas workplace relationship theory suggests employees with a higher quality relationship with their supervisor have more access to such information and will be more likely to succeed in the workplace (Della, 2016). 
[bookmark: _Toc529289650]Evaluate development vehicles available to your organization and explain the extent to which you think they are appropriate in meeting the development need of individual
[bookmark: _Toc529289651]Development vehicles
Most managers know that training is needed for the team success. But among them many are able to find out appropriate training methods and many are not able to find out. That is why team can not able to provide best outcomes. To determine the training needs manager needs to find out individual needs, wants, lacking and other factors. For this most of the managers follow some steps that are described in the below: 
· Review team members' job descriptions.
· Meet with them.
· Observe them at work.
· Gather additional data.
· Analyse and prepare data.
· Determine action steps.
Review team members' job descriptions: Before deciding the training needs for the employees of Tesco, manager needs to clearly identifyeach person job description. Job description states the details about a position within the organization. For example, in Tesco the job description for a branch manager would be manager the Brach effectively, motivates subordinates, ensure long term relationship with customers, and solve potentials conflicts. Against these task manager would get monthly basic salary, house rent, medical expenses and other facilities. This is the job descriptions for a manager in a branch of Tesco (Block, 2016). 
Meet with them: In this step the manger needs to communicate with the employees directly. For example the manager can communicate face to face or through video conferencing or mobile phone. Then the manager needs to ask what types of training they are thinking that would be effective for them. Is might not happen that they directly refuge to take any training. Because they also believe that they need to improve their present position for the future gain and achievement. In this manager may use intelligent, cognitive and emotional technique for the subordinates. Because it offers best outcomes. 
Observe them at work: Keep an eye on the working of the subordinates. Because sometimes subordinates may reveal the false information regarding the training session. For this reason manager of Tesco would observe them in the working fields so that appropriate information can get. But in this manager needs to be very sensitive. If subordinates know that manager follow or observe their working, they might behave differently that can hamper total training needs. It also causes to hamper the trust they have on their manager. So, the best solution is to ask question straight forward and clearly (Anderson and Moore, 2018). 
Gather additional data: Tesco can also collect additional information regarding the subordinates from their previous boss, co-workers and friends. But collecting this type of information manager needs to be loyal to these sources. Because if they think it might cause to damage their reputation or good-will they will not reveal the true storey. For this manager needs to be loyal to those sources. In time of asking questions, manager needs to be very straight forward. For example, must be focus on the specification rather generalization. 


Analyse and prepare data: Now focus on the data that are collected by the manager form the first step to the step four. Based on this data manager try to decide which types of training and development needs for the subordinates of the Tesco. Manager try to find out skills gaps that need to immediate fulfil through this training and development program (Authority, 2014). 
Determine action steps: Now the manager has clear ideas about which types training and development are needed for subordinates. According to these manager would either decide to train the subordinate through on the job or off the job training methods.Manager also can follow coaching and active listening training for them. 
[bookmark: _Toc529289652]Personal development expectations
There are four broad expectation of the personal development that are reported from the Harrison Assessment. These are the following: 
Wants Development: Many employees want to move forward and they like to see what happen in the next stage. For these type of employee’straining and development is must. Because without personal development they might not able to get proper chance for suture. These employees also believe that if they have adequate skills and knowledge they can able to get the future in hand. So, to ensure these expectation of employees Tesco needs to find out employees’ inner potentiality towards the organization. Based on this Tesco can arrange training and development program. 
Wants Self-Improvement: Tendency to develop or improve oneself through a lot of activities. In the working environment employees may notice that they need some particular self-improvement. It may be in some narrow sector or broad sector as well. For example, one employee may feel that he/she needs to have a professional degree on business. So, in this regards it would be the part of self-improvement of this particular employee (Kuh, 2015). 
Wants Advancement: The desire for work opportunities or to expand one one’s career. Career oriented employees are always think about the advancement either within the organization or outside the organization. For this they are ready to do what are needed to do. For this they are ready to leave their current job if they do not get enough opportunities for advancement. Combined with the reality, what the company offers and what they want is the measurement of advancement. 
Wants Challenge: The willingness of accepting the difficulties. Career oriented employees most likely take this challenge. Because they believe that this challenge would able to enhance their career advancement. If these people find that their companies offer the same task day after day (Beer, 2016). They become bore and do not find any interest in the work. If this happen there might be chances to leave the job. Others may want the challenge of project management such as helping to develop a new product or service and market it or being put in charge of other staff in their own department. 
[bookmark: _Toc529289653]Good workplace example
In the Tesco there is the complete package program that the employees and other stakeholders need for smoothly operating the business. For example, branch manager of Tesco ensure monthly evaluation program for the employees of the Tesco. By this evaluation, manager may able to find out the employees’ current condition. This evaluation also help to determine whether employees need any motivation or development program. For this reason none of the employees able to remain unproductive during the active hours. So, they are able to achieve organizational goals and objectives (Anderson and Moore, 2018). On the other hand, Tesco ensures all the beneficial packages for the employees. For instance, they are paid monthly basic salary, house rent, medical expenses and many others. So the working environment of Tesco is really good for both stakeholders and company itself. 
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Two relevant theories are the Maslow’s Hierarchy of Need and Herzberg Two Factors theory. 
Maslow’s Hierarchy of Need:
[image: Image result for Maslowâ��s Hierarchy of Need]
Figure 01: Maslow’s Hierarchy of Need
Source: (Leod, 2017)
In order to maintain good relation in the workplace manager of Tesco needs to understand the different needs and wants of employees in different stage of the life cycle. According to Maslow’s Hierarchy of need model there are five distinctive stages of the life cycle. In the physiological stage employees needs more basic needs such as foods, clothes and education. So, in this stage manager needs to ensure these elements in order to maintain good relation and give motivation. On the other hand in the belonging stage employees think as an important part of the society and the organization. So, they might have the rights of taking part in the social and organizational activities. Like this in different stage employees needs different needs and wants. Manager needs to understand these properly to motivate and maintain good workplace relation (Leod, 2017). 






Herzberg Two Factors theory:
[image: Image result for Herzberg Two Factors theories:]
Figure 02: Herzberg Two Factors theory 
Source: (Shields et al, 2015)
This theory suggest some factors that are caused for the job satisfaction and job dissatisfaction. Job satisfaction factors known as motivator factors and these includes achievement, recognition, responsibilities, advancement and work itself. On the other hand, job dissatisfaction factors known as hygiene factors and these includes co-worker relation, rules and regulations, wages, salary and working environment. So, manager needs to clearly understand these factors to motivate and maintain good working relation with employees (Shields et al, 2015). 
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Managers or team leaders create employee development plans to set clear expectations of performance and growth.  An employee development plan is a critical retention tool, incentivizing top employees with career development and strategic planning. There are three types of employee development plan. These are performance based plan, management by objective and succession planning. So, the plan for Tesco would be the following: 
Performance based plan
Performance based plan is like the marking of school attendance. Either the students able to sit on the exam based on attendance or simple drop out. Like this employees would either be considered as perfect or simple taking development program (Kuh, 2015). This development focus on the real time goals and heavily on the performance. 
Management by objective 
Management by objectives also consider the employees performance. But this focus more on both positive and negative impact of the performance. Employees have both weakness and strength, the aim of this development plan is to highlight the strength and minimize the weakness through proper planning (Block, 2016). 
Succession planning
Succession planning makes the employees ready to fill up any vacancy within the organization as soon as this vacancy occurs. So, this planning focus on the employees’ current strength, weakness and capabilities along with qualities. 







Employee Development Plan
Date:
Employee Name:
Designation:
Agency Code:
	Time Frame
	Short Term
	Mid Term
	Long Term

	Short Term
	In Short term Tesco needs to develop its employees following skills:
· Communication
· Active listening 
· Responsiveness 
· Convincing 
	
	

	Mid Term
	
	In mid-term Tesco Needs to ensure the following development: 
· Relationship building
· Personal achievement focus
· Motivational factors 
· Ensure personal growth 
	

	Long Term
	
	
	In long term Tesco needs to ensure the following:
· Advancement factors
· Quality of work life balance
· Maintain customer relationship 
· Ensure employees objectives 




[bookmark: _Toc529289656]Conclusion
Organization can not achieve its goals and objectives without maintaining the proper relationship with the customers and employees in the workplace. There are some tactics to maintain good relation with the employees in the workplace. Organization also offer different development opportunities for employees to ensure employees retention rate. For the development plan company can use three broad types of plan. Companies make the development plan based on different time frame such as short term, mid-term and long term. 
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