In this assignment we well discus, debate and compare different situations at workplace.
We will cover the importance of training and development and how it influences the employee satisfaction in our business, or a choose organisation. Will define what training means, and I will describe the process of learning new skills and what need in order to succeed.
In the first part of this report, we will talk in detail about will summing up what expectations we have from employees who are employed by Tesco.
About the skills needed to perform the job as well as possible or, if necessary, retraining for employees who do not reach their targets. And about the ability to work in a certain area, in a certain environment, in certain circumstances. What kind of training was given to them, how was responsible for safety and training, if somebody is monitoring their performance. 
In the second part of this assignment, we will talk about performance management and Performance Appraisal. We will define these two aspects and analyse them. Although we will also review the element of performance management like agreement feedback measurement and positive reinforcement and dialogue and in the last part of this assignment we will focus on Engagement and the importance of it in our workplace. We will establish the aim and the scope of performance management as well the objective and characteristic of performance management.
Defining the concept of engagement and explain the theory of Blain and Sparrow.
Will identify the components of engagement like Commitment Motivation and Organisational citizenship, the types of engagement Intellectual engagement, social engagement, affective engagement and also behavioural outcomes.
Will get through the benefits of Tesco for employees, and how that impact the employees and develop inside them that intrinsic motivation and commitment.
Also, I will present a Personal development plan made aiming establish and working to achieve the goals in our company.


Critically evaluate the importance of training and development in your chosen organization and how it supports employee satisfaction and business performance.



Opportunities  for  training  and  development  are  paramount  in  decisions
regarding employee career choices. Despite the importance, many research
studies  on  job  satisfaction  do  not  address  satisfaction  with  workplace
training as an element of overall job satisfaction, and many job satisfaction
survey instruments do not include a “satisfaction with workplace training”
component
According to Steven W. Schmidt “Opportunities for training and development are paramount in decisions regarding employee career choices.”
Training an employee has an important role in the process of learning new skills.
Preferably used for situations that justify a more targeted approach by competent people qualified to do so rather than an overview of employee development.
Therefore, are different types and stages of training and development skills.
There is a very wide range of training process, and skills in any job from sports to medicine from IT to car driving, in the kitchen, at school or in the online environment, but today will discuss about training and development in the workplace.
As I’ve been a new starter at Tesco, I’ve learned and implement new skills in order to perform better.
At induction they provide me a Health and safety induction training the motto of Tesco it’s Safety first. Trainers explain and show us the importance of PPE, the exits fires, how to report an incident where we are allowed to walk (only on pedestrian’s ways).
At the beginning they provide my basic trainings and teach me basic skills required for a warehouse job, that I didn’t have in that time, because that was my first job in a warehouse, ever. I didn’t work in a warehouse before and in that time, I didn’t have a clue about how thing work around warehouses, I just thought that we need to pick a certain number of items, hit a target if it’s possible, in other words basic understanding.
Firstly, I did a one-day course about Manual Handling, where I’ve learned how to position myself when I’m doing a job, how to pick, how to use my body, my muscle correctly to make sure I’m safe and not in danger to harm myself. They provided me a certificate that a says I completed and passed a theory test and demonstrate a safe lift in the warehouse.
I’ve been provided with training and skills for how to use a knife safety, how to stack pallets how to use a step ladder, about general housekeeping all these trainings was explained by our trainers and shown on screen in a conference room to understand why we have to learn all this skill and what could be happen if we didn’t know about them and we weren’t trained for this situation.
Working with food in a distribution centre next step was to learn more about food, so I had a training ended with a quiz test about the food safety and hygiene.
After a period of time, which I had good results and proving myself and showing my desire to work I’ve been trained on big machinery such as Low-Level Order Picker (LLop), in battery bay, and power pallet truck.
Doing these trainings help me to make my jobs easier and safe, doing my job right and make use of the training such as Pre-Operational Checking on machinery, battery changing, how to use the chemical shower in case of emergency and MHE safety rules.


Although not every employee respect all the training they’ve been provided, some of them they take shortcuts, some of them, simply don’t respect them, and some of them they have troubles to meet the performance with all tools, skills and training provided.
The aim of raising a performance issue with an individual is to identify and address the root cause of the slipping performance
Causes of performance issues tend to be related to either” capability (skills) or conduct(will) and this will determine the actions that are taken to resolve the issue

Will 
All the expectation are clear and understandable 
How employees fell about their jobs 
How can Tesco help the employees to get the most out of their job
What do employees enjoy about working for a company like Tesco 
What skills do they have that Tesco could use.


What to consider:







Skill training
What the impediment that stops employees like taking additional minutes to start up
How they will benefit if they are re-trained
What additional training will help them to perform better 

Ability 
If fit note request lighter duties of an employees , then describe lighter duties 




























Critically discuss the difference between Performance Appraisal and Performance Management and evaluate the methods of your chosen organisation use to monitor employee performance.  


Performance appraisal is potentially a key tool for organisations to make the most of their human resources and the use of appraisal is widespread
What is the purpose of appraisals, how it is researched and used in practice in organisations? Randell (1994) argues that they are the systematic evaluation of individual performance linked to workplace behaviour and/or specific criteria. Appraisals often take the form of an appraisal interview, usually annual, supported by standardised forms/paperwork. The key objective of appraisal is to provide employees with feedback on their performance provided by the line manager. There are three key questions for quality of feedback:

1. What and how are observations on performance made?

2. Why and how are they discussed?

3. What determines the level of performance in the job?

It has been argued that this process cannot be performed effectively unless the line manager or person providing feedback has the interpersonal interviewing skills to provide that feedback to people being appraised. This has been defined as the ‘‘Bradford Approach’’, which places a high priority on appraisal skills development (Randell, 1994). This approach identifies the linkages between involving, developing, rewarding and valuing people at work.



Performance management can be defined as a natural process of management that provide effective management to employees individually or as a team to chive the highest levels of performance for an organization. Performance management incorporates two components: Aim and Scope, the aim targets to improve performance to achieve a goal and the scope includes the organization, teams and individuals as well.

Performance management includes five elements:
Agreement
Feedback
Measurement
Positive Reinforcement and dialogue



At Tesco the key for managing a successful team stand in everyday performance and development conversations. The purpose of this conversations is to keep the employee engaged, stimulating their growth, and of course help them to achieve their goals.
In cases of employees missing their performance at Tesco the role of a leader is that support the employee as soon as they detected the problem, without waiting the end of a year to do the performance review.

Performance issue:
Not every time it is about missed performance in some cases it is strict related to poor performance or miss conduct even a mixt of both.




If the problem /issue seems to be the conduct then build up performance for capability or both capability and conduct, an employee can have a lot of errors/mistakes in their job, usually they don’t care about this aspect




Great Performance

Great performance it is inspired every day by regular conversations. These conversations can take place anywhere at any time in the workplace. Could be at a meeting, at the shop floor, at the workstations, when working side by side, at the desks.
In order to monitor performance of our colleagues we have daily conversation about performance. As we know each one of us as individuals, we have bad days at work which can influence our day-to-day performance. As a manager when one of our colleagues is not performing the first action, we take is an informal discussion. At his stage we ask our colleague if he has any problems and why is not performing. This stage is one of the most important because instead of taking formal action which can influence behaviour of our people is more effective to have informal and root cause the problems in order to coach and support our colleague


To make sure that the employees have the best chance to succeed in order to achieve good performance we need to aware of following “rules”:

Feedback – provide helpful, honest, and positive feedback by given good and clear examples.
Make sure that essential training is completed and try to provide as soon as possible another training.
Ensure the environment it is not a problem in employee productive process.
Assure that the employees understand their role in the company and their description job.
Allow your employees to question you if something it is unclear or create confusion about the work and their role
Safety first, ensure that they have all the equipment necessary to do their jobs safe.
Regularly have a performance review.

To deliver a good coaching in order to support the employees we need to focus on real evidence, a general feedback, and not untimely, specific examples where their performance are not meeting the standards or expectations.
Tesco it is using “Let’s Talk “method to capture the attention of the employee, and in case of difficult conversations they adopt a respectful and positive attitude, sincerely feedback where the performance stats aren’t great.
The next step is to give employees sufficient time to realize and improve (depends on the situation, this could be a few days, a week, or longer) and if the performance stats are continuing missing, give them a date preferably five working days, time and location for a meeting regarding their performance and the factors that causes the issue.


The purpose of the Action Planning Meeting that to agree with the employee to SMART actions, time frames and all the necessary support to help them to improve and met again their performance stats.
Smart Actions stands for Specific, Measurement, Achievable, Relevant and Time framed and help employees to achieve important results.
Specific – Objectives must be clear and understandable
Measurement – The difficulties, complexities, and time associated with objective-based systems yield high implementation risk.
Achievable – Ensure that the objective is not too volatile and can be achieved by a committed person.
Relevant – Objectives are relevant for the organization
Time framed – As we done our informal with the colleague on second week, we revise the progress of the first week. If our colleague is not meeting the expectation, we carry on with the second stage. At this point we explain to our colleague what the expectations are within our matrix/contract. We still carry on supporting our colleague and we record everything in case we have to go further with disciplinary actions to be completed within an agreed time






1. Critically evaluate the role and importance of employee engagement using your chosen organization.
Before we can discus about engagement firstly, we have to define and establish what exactly is engagement how many types of engagement are we talking about and aspect of engagement.
Theory of Blain and Sparrow define engagement as a belief rather than an attitude claiming to be more a cognitive process of acquiring knowledge and therefore an intellectual process rather than emotional behaviour. In other words, engagement it is happening when employees are committed to work, and motivated to achieve their goals and a high level of performance.

Tesco also uses drivers of engagement such as:
Job – autonomy where employees they use their work environment in order to achieve hight performance
Feedback – employees have the opportunity to see and discus about their performance
Support and coaching – professional trained people support the employee to learn in order to achieve a personal goal or a professional goal
Opportunity to learn and develop – Tesco gives employees the opportunity to evolve, they have their own Academy, for people who wants to learn new skills
Task variety – Indeed Tesco provide variety of the workplace; from my previous experience I can tell that I’ve been trained to work in six different areas
Responsibility – for of course for employees whom they have a good understanding of their job and Know that their work brings the desired results.
There are two components of engagement these being Job Engagement and Organizational Engagement.


Engagement it’s based on motivation, commitment and organizational citizenship. Without engagement of employees Tesco will not be today one of the biggest shopping chains in UK.
All these components are crucial, very important for business to succeed. But before Engagement we need motivation, Tesco has a good strategy to develop the motivation on employees by give them financial bonuses, provide clean and nice environment, provide locker rooms and canteen for them. Planning and developing specific trainings for employees, give them opportunities to speak about what they believe.
However, they are two types of employee. Those who are motivated by the work itself by an intrinsic motivation things or actions for pleasing yourself at work, and those one who are motivated extrinsic people who are motivated only by the money or small benefits.
Commitment it’s one of the keys of success at Tesco employees, most of them are identified with involvement in organization, they stay focused, they are loyal to the company.
From my personal experience as a Tesco employee, I can identify myself as an intrinsic motivated person, loyal to interest of company and ready anytime to go extra mile. Working in a distribution centre, depends on the situation we had some nights when we met the targes early than it was programmed sometimes having the possibility to leave earlier, after the targets has being reached, in anyways 90% I’ve always staid a full 12 hrs shift, working basically for the next shift in advance. Usually, an average of   75% - 80% of the employees did the same thing proving that they are intrinsic motivated employees, and they have Organizational engagement to the company.


There are four types of engagement, as we can see in this diagram.






Affective engagement – In Kahn's view, people must have the psychological ability to be engaged. This psychological ability may be a cognitive process that includes emotions or necessary psychological resources to full-fill the engagement.
Because of my sport background I’ve been used to work in big teams and have a positive attitude when we are training together, perform together, so I’ve tried to take that with me at Tesco Company, and I was surprise to meet people, most of them that has have this Affective engagement.
In Tesco   I’ve found support from my colleagues, being a foreigner in this country having hard times, longing for home, longing for family my colleagues supported me and gave me all the support I needed to overcome the obstacles of life. At Tesco I learned to be positive, to have a positive attitude at work and to do my job with a smile on my face.
However, we don’t need to forget about the negative affect aspect of engagement which reduces the psychological capacity to be happy, thus affecting the employee.

Intellectual engagement – Because my commitment, engagement and intrinsic motivation I had the opportunities to absorbing information develop new skills, learn new programs like Denver the system that operates the entire warehouse, learn more than two ways to do a job, having regular meeting explaining, enlightening us how we can help in case of, problem solving decision, investigation before making an assumption.

Social Engagement – Most of the people has the ability to socialise, yes indeed could be some persons who may find socializing difficult but at Tesco we’ve tried to integrate them in good teams, let them to choose their own team, their own line manager, and all the support they need to grow and develop as an employee.

Behavioural Outcomes Eventually, involvement will have behavioural results, which will lead to what can be described as commitment and engaged employee.

The outcomes of engagement at Tesco’s for most of the employees are the same, in a way Tesco’s employees are working as a big team understanding the big picture, helping their colleagues, respect them, personally I felt that I belong to Tesco for a while until my health force me to quit my job and start a new journey. Remunerations it is more than acceptable many bonuses and key motivations, people willing to work more, even to go extra-miles.
At Tesco we may find drivers of Engagement as well as diversity, people moving to different areas to work so they don’t get bored at work , and they are enthusiastic , feedback and meetings with co-ordinators, team leaders , shift managers, job autonomy of course Tesco also provides for employs an representative leader ,to represent them in case of any problems , or advise the employees, huge  discount on insurance car, life insurance, discount on Tesco’s Supermarkets, Tesco Clothing, also employees can benefit from Tesco Mobile Phone ,whit good deals for their staff and not ultimately Tesco Bank, employees can borrow money from Tesco Bank , with different benefits other than we find at another banks.


Personal Development Plan.


Name: Rares Albei

	
	By achieving this goal, I will be able to…
(The purpose of setting this goal)
	How I will go about achieving my goal
(Activities and support needed to work towards this goal)
	I know I will have succeeded
when…
(The measure(s) of success)
	I want to achieve my goal by…
(Deadline)

	Development goal 1
Stop overthinking and be more optimistic
	Maintain belief and optimism
	Focus on the positives
Challenge negative thoughts
Learn from the other Managers
Personal development books
	Able to see things differently
Positive 360 feedback
Display confidence
	April 2021

	Development goal 2
Design and enlarge a model to set up a team for success
	Be a great mentor Build a successful team
	Coaching
Set vision and strategy
Create a plan
Mentoring
Motivating
Team reviews
	My team is over performing
Positive feedback from my team
	September 2021

	Development goal 3
Good In and System
Knowledge
	Be able to understand the entire process of how a warehouse working
	Spend some time with System Managers
Spend some time on Goods In
	Able to see the big picture
Able to do Goods In
Able to do Systems
	May 2021
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Conduct could be like 


Poor management 


Unfriendly atitude 


Understanding  the right way 


The impact they have on others 



Capability 


Trying to do their best 


Positive atitude , helpfull atitude 


Can't do but they tryio their best


Academic abilitis and capabilities 



Engagement 


Commitment


Organizational citizenship


Motivation



Focusingon the job and  how to do a better 


Intellectual engagement 


Positive atitude that comes when you're doing a good job 


Affective engagement


Eventually , involvment will have behavioral results, which will lead to what can be Engagement  


Behavioural outcomes


Discussion about work , what can be develop , improvments, new ideas 


Social engagement


Expectation
support to get most out of the job.Skills that employees have, and could be used in Tesco Company


Additional traning provided to help performe better ,retraining 


Fit to do the job, training in other areas 
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