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[bookmark: _Toc7908719]Introduction:
     An organization is the combined workplace of both employers and employees to a same goal holding same mission and vision to be achieved. The final target or goal of the organization only can be achieved properly when the relationship between the employers and employees, between employers and between employees will be reached to a smooth platform. So, it is clear enough to say that the achievement of workplace is highly dependent on the relationship of the people in the organization who are holding the flag (Alexander, 2017). 
To analyse the topic “Developing relationships and workplace achievement” I have selected the Tesco case for this assignment. 
[bookmark: _Toc7908720]Learning outcomes-01: critically assess the potential benefits to the organisation of developing individuals in the workplace
[bookmark: _Toc7908721]    Expectations of employers: 
      Employers of different department will anticipate other employers to approach the work with an open intellect, so you'll be able rapidly learn what you wish to do it well. Employers will anticipate you to require enlightening and headings from the individual preparations about any task given from the Tesco (Burke, 2015). The management of Tesco wants to be dependable to employers who are more active to the Tesco. Arriving at work on time and do not take off until finishing the given task is expected from the employers of Tesco. It is expected to give notice if someone is unable to join office because of his or her illness or any other valid reasons. The management of Tesco will anticipate one employer to be neat and clean in his or her honesty and fairness level, to conduct yourself professionally, and to dress fittingly for the position in the Tesco (Carter, Cook and Dorsey, 2011).
[bookmark: _Toc7908722]      Managing performance and succession planning: 
      Performance can be appraised by different procedure and for this we have different theories in the context of Tesco. 
[bookmark: _Toc7908723]        Behavioural management theory: 
         According to this theory, basically all the manager of Tesco will consider the employees as an important asset to the Tesco and these employees and employers will do together to achieve the business goal of Tesco (Fournier, 2017). The managers of Tesco will treat them as they feel a part of the Tesco. Performance management of the Tesco is a succeeding procedure where managers expect the task to be done correctly on time. Some employees can meet the job expectations and some employees can’t meet the expectation level. The employees who meet the expectation level get appraisal from the management of Tesco and the employees who are lagged behind get the punishment for their laziness and stupidity or bad attitudes (Gordon and Steele, 2017). 
[bookmark: _Toc7908724]       Performance can be appraised by following methods:
[bookmark: _Toc7908725]        Essay Method:
        Here, managers or supervisors of Tesco write down the employee description in detail within a number of different category where all the information of employees can be seen in a single view. Here, manager can observe the overall impression of performance, quality of the worker, capabilities of employees, special ability of all workers, all strengths and weakness of workers of Tesco. By following written status of employees of Tesco, managers of Tesco can easily measure the performance of workers (Harris-Bowlsbey, 2004). 
[bookmark: _Toc7908726]       Behaviourally Anchored Rating Scales:
Different effective and ineffective statement about employees of Tesco determine different level of points. These points based on different statements are called behaviourally anchored. These points describe the performance of workers in the Tesco. 
[bookmark: _Toc7908727]       Rating Scale:
       Here, different numerical scales are recorded for specific employees of Tesco and these numerical scales represents different criteria of the workers of Tesco just like attendance, dependability, attitude and behaviour, output of tasks etc. These numerical scales ranges from excellent to poor to describe the performance of workers in the Tesco (Jackson, 2016). 
[bookmark: _Toc7908728]      Checklist method:
       In the checklist method of performance appraisal method, a checklist is prepared with different level of statements which has options like “YES” or “NO”.  These options describe the different level of performance of workers in the Tesco from which managers can get the information about the performance of the workers of Tesco.
[bookmark: _Toc7908729]       Ranking Method:
        In the ranking method, all the employees are ranked against his or her colleagues in the Tesco based on the relative performances. Here, the ratter who is supervisor or manager of Tesco simply put in different ranks of employees. Here, all employees are ranked in numerical serial where these numerical serials describe the performance of the employees who are better in the Tesco (Kets de Vries, 2010). 
[bookmark: _Toc7908730]         Critical Incidents Method:
         This performance appraisal method is basically focused on certain behaviour or incidents where different employees of Tesco perform in different ways. The way of handling these different incidents show the different capability of employees of Tesco which is the determiner of the performance of them. Supervisor record the performance of employees in case of such different incidents in Tesco. 
Performance management can be done both positively and negatively.
1. Negative approach: Lots of managers use negative approach to manage negative behaviour of employees. Again, some managers of Tesco avoid conflicts among the employees and shift the tasks to good employees from bad employees in Tesco. In most of the time in Tesco, most of the managers talks to the employees when they are in trouble. 
2. Positive approach: Positive performance management approach is more active in the Tesco where employees and employers are more interrelated and employees 
3. know the job description properly: Managers of Tesco know what to do and how to do and most of the employers know how to solve different problems arose in the Tesco. In the positive performance management approach, workers of Tesco also have the opportunity to express their opinions (Moran, 2013). 
       In the positive performance management approach, manager of Tesco can manage to find the optimal level of productivity by setting employee goals, mission and vision, by providing coaching, by giving rewards for their outstanding tasks in the Tesco, by offering different beneficial individual development plan Tesco. A best manager of Tesco who can manage most of the issues in the Tesco has not an absolute idea or procedure but has the ability to adjust the knowledge to provide the best solution (Moran, 2013). A good manager of Tesco run a mutual discussion with the employees to hear and provide the solution and increase the productivity of Tesco. Most of the employees of Tesco get maximum motivation from his or her upper level manager of Tesco where the top managers of Tesco accept the responsibility of their actions, help to achieve and sustain a better performance in the Tesco. Good managers of Tesco behave as like partners to achieve the same goal for the of Tesco (Ryan, 2012). 
      Again, a supervisor of Tesco is so much important to increase and do better the performance of Tesco. Relationship between supervisor and employees of Tesco is another important factor which has greater impact on the company productivity and profitability of Tesco. Supervisor of Tesco has to have the mentality to do the task by following the group structure. Supervisor of Tesco should lead the group performance which group or segment is supervised by him. He or she can use all the insider and outsider information to succeed the task. Supervisor of Tesco has the authority to coach and provide counselling the group. And ultimately the supervisor of Tesco is accountable to the top authority of Tesco to submit the task which is needed to be done with the unity of the group (Kets de Vries, 2010). Supervisor of Tesco is here to correct the performance of employees of Tesco to optimal level. Supervisor provides the training on the organizational development support to the employees of Tesco from the top-level management in Tesco. Supervisor of Tesco finds out the performance which is poor to the employees and provide the feed-back to improve the performance. Supervisor meets frequently with the employees to improve the situation in Tesco and conducts several coaching sessions. Here, poor performance indicates the performances which are deviates from the standards or mentioned in the job description of Tesco. All the performances in Tesco have to be measured against some standards. These standards sometimes can be mentioned in the job descriptions or code of conducts of Tesco. But, all these standard of Tesco needs to be known to all the supervisors and employees by which supervisors can measure the poor and well performance as well as employees can go for their targeting performance in Tesco (Sabatino, 2004). 
In any situation of Tesco all employees need to be treated equally and same way as like they can be free from any types of discrimination. And most of the performance of Tesco is measured and evaluated by following the performance of other employees of Tesco which provide the competitive situation in the Tesco.
[bookmark: _Toc7908731]       Learning outcomes-02: manage an individual’s expectations in respect of personal development in Tesco
[bookmark: _Toc7908732]       Employee Expectations:
         In the work environment of Tesco, the manager will anticipate certain things from the employees, but employees moreover have to understand properly the expectation of the management and vice-versa. Employees in Tesco desire incorporate the opportune and exact instalment of remuneration and other benefits, satisfactory preparing, secure working conditions so that they can work safely, full clarification of all company approaches and particularly of employees work obligations because sometimes the unclear job descriptions create misunderstanding in the workplace, and reasonable and useful input from the supervisors (Casale and Zhu, 2013). If these desires are not being met, employees of Tesco should have a discussion along with his or her supervisors to resolve the circumstance of conflict. Most of these workers in Tesco desires are not as it were sensible, but too are required by codes and as per the job description (Charoux, 2016).
[bookmark: _Toc7908733]      Administration of individuals in Tesco based on guidelines and career pathways:
        People are the most important part of Tesco who have the key to the success of a business. poor management of people in Tesco can cause the big failure. A proper management of people of Tesco can reduce lots of misunderstanding and disputes in Tesco. 
        Managing the people in the Tesco should maintain some important factors like respect and quality, discrimination, honesty and consistency etc. Different teams of Tesco may have different task quality (Chaskalson, 2011). So, all the personnel belonging in different groups or teams should respect to another groups in Tesco. All the employees and employers of Tesco should be equally treated in the company policy and managers should maintain the consistency and clarification in the issue of discrimination. Different management decisions of Tesco have different level of justifications but all decisions need to be honestly taken. So, employees and employers are need to be honest enough to uphold the vision of the Tesco (Chen, 2016). 
         Career path is a conventional strategy by which an employee of Tesco can create and advance the growth of Tesco. Career path includes career movement exterior the Tesco, different shapes of career movement, flat career cross sections, counting the conventional vertical career steps, double career stepping stools, and reprise careers. Employees of Tesco as a rule feel more locked in when they accept that their boss is concerned approximately their development and gives roads to reach person career objectives whereas satisfying the Tesco’s mission. A career advancement way gives workers with a progressing instrument to upgrade their abilities and information that can lead to dominance of their current employments, advancements and exchanges to modern or diverse positions in Tesco (Duck, 2007).
        Individual career planning includes the impact of management process of the Tesco where individuals get the best support to grow his or her career. Different research has been done on the best practice of individual career planning in Tesco where we can see that the career management path has distinct phases. In these different phase individual takes different decisions and implement these decisions to advance the career in Tesco (Elsdon, 2003). In these distinct steps of career planning, individual gathers information which needs to be used to take the best decision, to find the best work environment, to establish the best career goals, to set the best mission and vision of the career and finally to get the feedback of his or her established tasks in Tesco. 
[bookmark: _Toc7908734]       Supporting structure within the Tesco:
         Structure of the Tesco can open the door of progress and also restrict the growth of the performance of Tesco. When enlisting and keeping up a workforce of Tesco, the Tesco management should stay adaptable. Then the Tesco will be able draw in a more noteworthy number of talented and active workers. Adaptable work plans in Tesco can incorporate working from home which can increase the total production of the Tesco and increase the performance of employees, shared work obligations and compressed workweeks to provide the facility to work with more flexible manner (Virtue, 2016). In Tesco, where tasks are related to man power, a bolster structure in human assets that recognizes possibly adaptable and talented employments can offer workers choices that make for a fulfilled workforce to production procedure. By making enlisting arrangements and work classifications that include options for adaptable plan alternatives, the Tesco will increment efficiency from 20 to 60 percent, agreeing to Methodologies for Human Assets in the Tesco.
[bookmark: _Toc7908735]        Management structure in the Tesco:
         When directors, supervisors, manager of Tesco use their power and deny to alter or provide workers choices to work adaptable plans which would be more efficient for the Tesco, they block the method the and restrict the Tesco’s growth. Unbendable or less flexible managers, directors and supervisors of Tesco who demand on directing the activities of representatives hold you back from getting to be a more agile organization. Nitty gritty approaches which is called detailed approach in management of Tesco can give the back structure for supervisors to effectively supervise work through different streams (Vogel, Koonce and Robinson, 2017). Once preparation is done from every side in the Tesco, managers, supervisors and directors who can oblige the different work plans of their staff moreover can be ended up superior communicators and take other changes within the Tesco in walk with more success.

[bookmark: _Toc7908736]      Cross training within the Tesco:
       To develop the individual within the Tesco, cross training is most important which provide better result with more expertise in the workplace. Cross-training permits the Tesco adaptability to utilize the talents, capability and expertise of all the employees and employer as required in different department. By the cross training, the Tesco will be able to effectively switch bearings or put extra or required pressure or focus on one region, segment or department of the Tesco. Combination of different departments or segment of the Tesco can take put more consistently when workers can effortlessly move into other positions or departments as required in the Tesco. A more flexible structure in the Tesco that provides inventive to cross-training can assist the Tesco to get more adaptable and responsive environment for individual development as well as organizational benefit (Wallace, 2004).
[bookmark: _Toc7908737]    Learning outcomes-03: Critically evaluate development vehicles available in Tesco which are appropriate to the development needs of the individual of Tesco
[bookmark: _Toc7908738]      Mostly used techniques for supervision in Tesco:
       In Tesco where people work through a definite system which needs to be monitored, the monitoring body like manager, supervisor, administrator etc. play an imperative part within the efficiency and profitability of Tesco and its business. In the procedure of supervision of the employees in the workplace of Tesco, the supervisor will serve as mentor, teacher, boss, director, tutor, coach and essential part show. The significance of the part of supervisor in any department of the Tesco should not be belittled because the supervision is mandatory to get the output from the investment. The supervisor or manager of Tesco will be challenged to set clear desires and goal including short term and long-term goals, give continuous input to the production procedure and recognize the commitments of the individuals which is provided by the individual at the beginning of their jobs in the Tesco (Kets de Vries, 2010).
[bookmark: _Toc7908739]        Expectation set up in Tesco:
       In Tesco, gain and success only comes when employees and all employers get their obligations and the related desires of the position they are holding in the department. 
The supervisors of Tesco need to be clearer and more specific about the expectation setting with more details as much as possible. He or she should provide more information and contents about the expectation. The manager, supervisor or administrator of Tesco to know how to complete the specific assignments of the individual's part of employees in arrange to supply clear desires. To all employees and employers, the level of heading, expectations and bolster will change based on the sort of position and the length of benefit within the position by them (Gordon and Steele, 2017). The supervisor should identify the ending output of a task when setting an expectation of the task. 
[bookmark: _Toc7908740]        SMART Goal in the Tesco:
        To be focused to the task which is assigned is vital in Tesco. Objective, mission, vision, goal and other expectation of individual employees of Tesco setting is one way to realize the goal and mission vision of the company. The objectives, mission, vision and expectations of individual may be related to the Tesco’s vital goals and expectations, the mission of specific division or a benefit given to a specific department of the Tesco. From the viewpoint of supervisor, managers and administrator, employers may also engage in setting position, mission, vision and goal which is proficient advancement objectives along with all employees of Tesco (Harris-Bowlsbey, 2004).
        When employees and employers of Tesco are making the goal, the goal must need to be smart where smart stands for specific, measurable, attainable, relevant and time bound. The goal must provide specific statements about the expectation of the Tesco as well as the employees. The outcome of the task whether can fill the expectation of the job requirements or not will be measured by some performance appraisal method of Tesco. The outcome of Tesco should be measurable in either way. The goals including short term and long-term goals need to be attainable according to the employees, resources and other related factors. The goal of Tesco should be relevant enough to the employees who are working for these goals and also to the Tesco which is being running for these goals. All the goals need to be meet by the required time bound. The results though are good will not be counted as success if they are not in timely done (Fournier, 2017). 
[bookmark: _Toc7908741]        Give proper feedback to the workers of Tesco:
        As a manager, supervisor and administrator of Tesco, providing feedback is the most important communication channel in the Tesco. Here, managers can provide their commands, suggestions and opinions to the employees where the employees need to be corrected in the requirements of specific job criteria. Regular feedback providing ensures that the managers and employees are working in the same team to achieve the same goal for the Tesco to take it to the pinnacle of the success. As a supervisor in the team in the Tesco, supervisor needs to identify the factors which need to be discussed with employees to improve the productivity. Lots of problems or issues can be resolved by sharing opinions and observations and setting a same level expectation in the team. Supervisors need to express the feelings and opinions on the discussing issues. The concerning factors need to be specific and to be acknowledged by the supervisor in the Tesco. As an administrator in the firm, supervisor need to set expected results, all the limitations, and different consequents for different level of performance in the workplace (Chen, 2016). 
        Ensure required capacity and capability of both Tesco and employee: capacity building is not a process of one day rather the capacity building is the continuous process. This capacity building process incorporates advancing the mental capital which implies empowering Tescoal capital by building up a clear mission and vision for the company as well as for the employees, building the information base of the employees in the Tesco, advancing the social capital of your Tesco by empowering individuals to connected with one another, share thoughts and expectations and energize one another in the specific work environment of Tesco (Vogel, Koonce and Robinson, 2017). 
[bookmark: _Toc7908742]        Give the proper recognition in Tesco: 
        A good supervisor is used to provide the recognition and credit to the workers who are really creditworthy in the Tesco. The administrators need to thank the workers who are providing their best to the Tesco and need to encourage the professionalism by providing the development opportunities in term of professional training (Chen, 2016). 
[bookmark: _Toc7908743]         The best use of resources of Tesco: 
        All the resources available in the Tesco need to be properly utilized in the Tesco to get the maximum results from the operation of the firm. The human resources, technical resources, information technology resources, legal resources etc. can pose vital role in the performance development of the individual as well as Tesco (Harris-Bowlsbey, 2004). 
[bookmark: _Toc7908744]         Learning outcomes-04: Generate a detailed plan to meet the identified development needs of an individual in the Tesco and the management of performance of Tesco
[bookmark: _Toc7908745]        Methods of ensuring fair and objective assessment/appraisal of Tesco:
          The assessment or appraisal can be fairer and objective by following methods: 
1. Ensuring a fair appraisal structure not an absolute structure for all department: different department has different criteria and different job has different job responsibilities, so different employees need to be job specific performance appraisal structure for him or her as well as the same team of Tesco. 
2. Holding a report which will be used for fair appraisal: sometimes the performance of employees is recorded for some limited periods or some specific incidents which is not fair enough. So, a report should be maintained to make the proper judgment which will include most of the activities of the employee of Tesco. 
[bookmark: _Toc7908746]     Monitoring, evaluating and feedback in Tesco: 
      All the performance whether these are meeting the expectations or not need to be monitored and evaluated in the Tesco. The trigger points of the tasks need to be refurbished and evaluated to maintain the performance of the company at the expected level. An efficient and effective monitoring plan executes the ultimate goals of the Tesco (Carter, Cook and Dorsey, 2011). Monitoring and evaluated can be done by
a. Identifying the KPI (key performance indicators) in the Tesco
b. Setting different tools to find the specific performance of the workers
c. Initially define the plans which will be used in the monitoring procedure
d. All the resources need to be identified which will be counted at the monitoring stage
e. Introducing all the personnel who will do the monitoring of the employees.
      This whole procedure will be done at the preliminary stage of the monitoring process. After setting the monitoring systems and procedure, different level data will be collected from different level. All the data will be analysed then to measure the performance based on different criteria along will relative performance of other employees (Fournier, 2017). 

[bookmark: _Toc7908747]      Reporting performance based on the confidentiality of Tesco: 
       The performance of the employees needs to be measure for the betterment of the Tesco but the confidentiality of the information about the specific employees need to be maintained for the safety and security of them (Kets de Vries, 2010). 
[bookmark: _Toc7908748]       Learning styles in the Tesco: 
1. Visual learning style: employees can learn in the Tesco by watching and observing other colleagues in the Tesco, by following the different map, pictures, signs and instructions given from the upper management, watching some exclusive video of the same line workers and making some diagram or document on the job given in the Tesco.
2. Learning by auditory tools: sometimes the employees are more comfortable with verbal communication that any other where they prefer to get the learning or instruction by hearing directly from the supervisors or administrators. Here, they talk to each other on the topic or issues need to be learnt (Vogel, Koonce and Robinson, 2017). 
[bookmark: _Toc7908749]      Career development strategies in Tesco:
       All the employees need to maintain some strategies to develop his or her career in the Tesco (Casale and Zhu, 2013). Most important strategies in the Tesco to develop the career of employees are: 
· Asking for feedback of the performance: the feedback will indicate the future turn of the next step in the career. 
· Doing continuous self-evaluation: self-evaluation can provide the best way to deal with the steps in the career.
· Holding manageable goals: All employees should have realistic and manageable goals in the career which will help to set more challenging goals in future
· Never ending study: Study helps to get the highest level of career as study make the differentiation among the employees (Gordon and Steele, 2017).
· Making realistic milestones: All the employees need to set realistic milestones which will be met up within the targeted time period.
· Holding vision broader: broad vision can help to take the action for long term and provide the encourages to take risk in the life. 
· Prepare self-SWOT analysis: SWOT analysis will show the actual strength, weaknesses, opportunities and threats of employees to take the decision in the career. 
· Use more specific, measurable, attainable, reliable and time bound goals in the career. 
· Coaching: sometimes career coach helps a lot to have the best suited decision to career. 
· Be informed: All the employees need to be more up to date about the recent trends of the market to take the best decision (Moran, 2013). 
[bookmark: _Toc7908750]    Conclusion: 
     In the process of individual career planning one can take care of the appropriate decisions about his work life. Here, individual can maintain the best practice in the relationship with other colleagues. The career management part of one’s life is continuous process where individual is constantly searching a best suited job where his personalities, merit and other preferences are met.
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