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[bookmark: _Toc530499849][bookmark: _GoBack]Introduction
Developing relations play a significant role in enhancing sustainable growth of an organisation in a significant manner. Employment relationship exists when an individual perform their work under certain circumstances in the study focuses on the importance of relationship with employers and identify expectation of individual to create effective plan. In order to understand broad perspective of employment relationship and workplace achievement, an organisation has been selected i.e., TESCO to examine different attribute in a significant manner. TESCO is a retailer company situated In UK and it has been analysed that company is struggling with several problem related to employment engagement.  Apart from relationship, importance of training has been evaluated to develop skill among employees in an effective manner. Career development of an individual has also been discussed to meet the needs as well as expectation positively. According to the critical analysis of company structure as well as system, relevant recommendation has been provided to develop relationship between employees in an effective manner. 
[bookmark: _Toc530499850]1) Critical assessment of the benefits related to the organisation
[bookmark: _Toc530499851]Administrate individual in accordance with career pathways
Tesco has entered into the global market with an aim of making a profit from the international market when the saturation level of the company has fulfilled in the markets of UK (investmentweek.co.uk, 2018). Net income of the company has enhanced every year by £466m along with a creation of more than 20K employment in the country. This level has been retained for initial years of the business. Gradually the profit margin of the company has reached their saturation level and the company has shown a diminished economic growth in the local markets of London. In such condition, the administrative organisers of the company have decided to expand their business in the global market through implicating different international strategy.
Development of Tesco HSC thus can be considered as a global service arm for Tesco that is a major retailer operating in 14 countries, with the creation of 4.92 million employment in the country in the year 2009 (semanticscholar.org, 2018). Tesco HSC has introduced a different area of employee engagement including IT, business and finance across Asia and America other than Europe. Growth potential of Tesco in Asian market is quite high due to a huge number of populations in the country. Along with that the tendency of the people to adopt the foreign culture and their practices has shown a clear identification of Tesco economic growth in these potential markets. The key factor for concerningto do a global business is the understanding of the culture of that region and usage of diversification as a positive point towards company's growth. It can also be considered as an opportunity of the individual person, who is seeking a job with a foreign company (Aguzzoni et al. 2016, p.171). Collaboration of both the company could help in the successful growth of the organisation.    
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Figure 1: Comparisonof respondent profile of Tesco and others in Asian markets
(Source: semanticscholar.org, 2018)
The managerial organisers have done their strategic evaluation on employee engagement and employee retention. According to the managerial organisers of the company, employee engagement is a two-way process where they think employee will feel more engaged towards the organisation if they will get enough scope to explore their job every day. Along with that the expected amount of compensation in the job will make them feel more valuable as a part of the organisation. Apart from those Tesco HSC systems explicitly follows the incorporation of corporate values into the performance management system for helping the employees to develop employee competencies in this area. The company also believes in the assurance of rewarding employees with tangible products in their successful attempt of any business activity. Depending on such context for the Asian market the company has built up some effective business context based on which they have developed their further progression of business into those areas. The business contexts are retention of productivity by introducing creativity in the business depending on the growth recession. In this recession, process communication has been considered as a key for reassuring the employees. This makes the employees bold to make any decision for the benefit of the company in an emergency condition. The individual employee is scared to take any step with a fear of losing job due to the market.      
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Figure 2: facilities to the employees of Tesco
(Source: publications.parliament.UK, 2018)
[bookmark: _Toc530499852]Method for ensuring objective and fair assessment
According to the mentioned business context, Tesco has developed their business objectives. Another key approach to ensure by the company to ensure that the object that they have selected is effective enough of the company they used to monitor and analyse the efficiency of the methods by using different theoretical and model concept depending on the situation. The 4-step approach model has an advantage to evaluate different inputs by analysing a situation critically in a time effective manner. According to this model, there are four step of analysis that includes where the current position of the company to adopt their objective is. This is a situational analysis that evolves the size, growth and the power of the human resources and other assets of the company towards its effective utilisation to achieve an objective. 
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Figure 3: Method of objective analysis
(Source: healthknowledge.org.uk, 2018)
The next approach is where the company want to reach, which shows a direction towards reaching that goal by developing new plans or by modification of existing one. After that how the goals would be achieved that signifies the development of effective strategies. The ultimate step is monitoring and evaluation to identify the current position of the company. An example from the case study of Tesco in a successful application of the mentioned methods can be mentioned here. The internal surveys of the company have indicated that they have a lack of customer loyalty in the stores of UK (Lan and Dobson, 2017, p.882). Therefore they have identified their target to bring back the trust of the customers towards their projects. They have reviewed data for enhancing customer satisfaction by observing the market trend, consumer behaviour, and other aspects critically. In addition to that, they have conducted their own survey in their retailing stores through a questionnaire to identify the customer's satisfaction. Based on that, they have identified two important aspect price and quality to regain the customer's satisfaction. They have developed their strategy of offering their products at a comparatively low price than the market with great quality. If the customers will get more good quality product in that price into some other store they will get complete money back for that product. Another aspect is the company has observed the trend of using the club card on while buying in the stores based on that they segmented their customers (Felgate and Fearne, 2015, p.471). This helps them to identify some customers like the brand some like the price irrespective of brand. Depending on this quality they introduce more new brands to the customers. This reactivates almost 30,000 customers in each unit of Tesco.  Loyalty to Tesco’s product has also improved by 30% (marketing-interactive.com, 2018).    
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[bookmark: _Toc530499854]Examine the requirement and expectation of   people
Requirement of employees is an important perspective that needs to fulfil in order to develop firm relationship. There are several expectations and requirement of employees that have been stated below are as follow:
Freedom
It is one of the important perspectives that enforce employees to perform their task in an effective manner. Most of the time, it has been evident that work pressure at TESCO is comparatively high that reduce the efficiency of work in a significant manner. There are large number of employees working in a different department of company about 500 employees in business service and 600 employees in financial service (Busse et al. 2014, p.64). It is requisite to give leisure time so that they can perform better and relationship becomes stronger. 
Salary
Salary is one of the main attribute that enforce employee to perform their work efficiently. It has been evident that most of the employees at TESCO are working at lower pay scale. Moreover, due to lower wages most of the employees leave the company in the year 2012. It is important to give adequate amount of salaries to the employees in order to keep them motivated and encouraged in a systematic order. 

Figure 1: Requirements of an individual
(Source: Created By Researcher)
Expectation 
Employees always look for better opportunity where they can use their knowledge and skill efficiently for better life in future (Humphries et al. 2014, p.171). Employee also expects that they will get appreciated and awarded for their performance. Appreciation helps company to retain employees in a significant manner.
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Career development is an approach performs by most of the people to achieve their desired goal in a limited time frame. The key factors have been highlighted below that need to consider while managing career development is as follow:
Put leader in front and centre
Talent planning and career development needs to be accessed by the top management of TESCO. Leader needs to trigger problems of employees and try new approach to commence the task to perform the task efficiently. It is responsibility of management to create leadership quality among employees so that they tackle potential risk in a better way. 
Create accountability
Career development of people needs to be structure in a proper manner that lies under the organizational culture (Eigbe et al. 2015, p. 747). Management is the responsible person to produce actionable talent development plan and it has been evident that most of the management are not involved in the career development of people who are working in the TESCO of about 68 percentages. By providing career growth for employees, it is easy for employees to achieve their desired goal in a significant manner. 
Empower and support managers
It is important for employees to provide training to their manager to develop skill and knowledge so that they can successfully meet the expectation of employees. In a survey on TESCO in the year 2012, it has been evident that most of the manager does not have requiredskill that eventually degrades the performance in a significant manner (Too and Weaver, 2014, p.138).  As per the Manpower group survey, two third of employees need support in developing coaching skill in a significant manner. It enforces employees to believe that their employee’s does care about their personal and professional goal and result it is difficult to retain employees. 
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Structure of an organisation plays an important role in developing effective relationship among employees in an effective manner. There are basically four type of organisational structure and some of them have been illustrating below in detail are as follow:
Functional 
Functional structure segment the huge organisation into different according to their specialty. It is a traditional business with a sales department, customer service department and marketing department. It is one of the most popular structures among corporate company and same structure have been followed by TESCO to manage huge team (Hornstein, 2015, p.298).  The major advantage of function is that employee is dedicated towards a single function. 
Divisional
It refers to the organisation that structure leadership based on different service. It enforces company to segregate broad section into several departments to make the work easier. In order to understand divisional structure, take an example of Gap Inc., which is a perfect example of divisional structure. Under this divisional, employees’ work or tasks are divided in a systematic manner that helps them to focus on particular job. 

Figure 2: Organisational structure
(Source: Created By Researcher)

Matrix
The matrix structure is little bit confusing but more effective as compared to divisional structure. Under this structure, employees get chances to work for multiple bosses that enhance the skill and capabilities in a significant manner,  
From the above list of structure, it can be said that functional structure one of the effective way to develop relationship and workplace achievement. 
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Supervision is one of the ways to improve the performance of employees as well as build strong relationship among employees successfully (Jiao et al. 2015, p.14). Most of the time, it has been noticed that supervisor at TESCO did not followed proper technique to resolve problems and queries of employees that reduce the efficiency of employees in a significant manner. The first technique of supervision so is delegation that represents that supervisor needs to check whether employees able to meet the deadline of the task or not. The second techniques of supervision are conflict resolutions that represent that supervisor are the responsible person to resolve potential problem in a significant manner to develop relationship with employee. As per the project that TESCO pursue in the year 2011, company focuses on potential risk related to supervision to resolve the queries in an effective manner. 
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Monitoring is one of the important perspective that allow manager to trigger potential risk that company faces related to employee performance in a sustainable manner. In order to achieve requirements at workplace, it is requisite to monitor the performance of employees to enhance the productivity as well as performance level in a significant manner.  The key methods have been illustrated below in detail are as follow:
Performance indicator 
This method of monitoring allows manager to set desired goal and mission for employees to ensure that followed correct path (Aceves et al. 2015, p. 439). It helps manager to analyse the performance of employees on different parameter such as input, impact and outcome of development intervention so that individual able to commence their task effectively,
Formal survey
This type of survey is majorly implemented to ensure that employees perform their task effectively or not. On the other hand, it is also effective in identifying potential risk that reduces the level of performance in an effective manner. These are implemented to gather authentic information from employees in a TESCO. 
Rapid appraisal method
This method is one of the cheapest and quick ways of providing effective solution by critical analysing different feedback in a significant manner (Eskerod et al. 2015, p.44). Under rapid appraisal method, interviewing employees and field observation are major activities of employee to improve the performance of employees in an effective manner. 
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Feedback is one of essential activities to analysis the performance of an individual in a critical manner. There are some ways by which it is easy to provide appropriate feedback is as follow:
Problem focused
This ways enforce employees to understand the appropriate reason to upsurge the performance in a systematic manner. It has been noticed that by telling the reason behind relevant problem, it is easy for employees to realize the importance of work with respect to organisation. TESCO needs to follow this method to give feedback to improve the level of performance as well as develop relationship in a sustainable manner. 
Discussion regarding situation 
This ways of giving feedback allows organization to identify main problems behind declination of employee’s performance in a significant manner. It helps in analysis the circumstance at which employees working to improve the level of performance in a systematic manner (Svensson et al. 2015, p.951). Most of the time, it has been evident that through discussion, it is easy to tackle potential risk as well as develop relationship positively. 
Be direct but informal
It enforces organisation to approach direct to give feedback rather than email, text message and phone. In TESCO, it has been noticed that employees getting feedback through email and text message that reduce the relationship in an effective manner. Most of the time, it has been noticed that employed faces difficulties in analysing their performance such as problem and approach to improve the performance in a significant manner.  
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[bookmark: _Toc530499861]Managing succession and performance of plan
Succession planning is a process for developing new leader who can replace old leader in case of retirement and death. It entails developing internal people so that it is easy to develop relationship in a critical manner. It has been noticed that by managing succession planning it is easy to develop relationship in a significant manner (Inam et al. 2015, p.251). There are some points that helps in managing succession planning in a better way are as follow:

Training
Succession planning is more about training rather than focusing on existence problems. Through training, it is easy to enhance the skill of employees as well as knowledge so that they can able to perform their task in an effective manner. With the help of training, it is easy to improve the success of employees in an effective manner.
Competency gaps 
Succession planning helps in analysing the current knowledge of employees as well as potential skill that need to upsurge to enhance productivity in a sustainable manner.  Most of the time, it has been evident that TESO did not followed succession planning that create problems in executing the plan in an effective manner (Blok et al. 2015, p.147). Through identify potential risk it is easy to enhance the efficiency of employees in a significant manner. Moreover, competency gap can be reduced through succession planning in a systematic manner. 
Succession planning identify future planning 
It is an effective way to identify employers who have requisite knowledge and potential skill that helps company to meet their desired goal in a significant manner.  It has been evident that succession planning helps in key problem that reduce the outcome of the company in a significant manner. 
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Performance appraisal is one of the effective ways to enhance the performance of employees in a successful manner.  Most of the time, it has been evident that there are several perspective of reporting appraisal that needs to consider in order to improve the relationship between employees (Badewi, 2016, p.761). 
Reporting performance appraisal must include  
Confidentiality 
The performance appraisal of employee includes evaluation of employee performance and its serve as a fundamental to judge the contributions of employee towards the organization.   Besides, it also includes identification of employee strengths and weaknesses.  Therefore, it is important that the opinion of supervisor regarding specific employee performance should be kept confidential and must be protected from inappropriate disclosure. Besides, the policy statement of the organization should ensure that completed performance appraisals form as well as its contents is not to be discussed or shared outside of the organization or apart from the authorized management channels.  Besides, employees of the organization also should be refraining from discussing the performance appraisal with other employee at the workplace, except from their own supervisor or HR manager.     Maintaining confidentiality of performance appraisals will help to create and foster trust which in turn will ensure open and honest communication between employee and management. 
Bias free system
The evaluator of performance of employee must be objective and at the same time, the methods adopted for appraisal system should be fair and based on equitable conditions. 
Relevancy
The performance appraisal should comprise of relevant facts and information which only evaluate the behaviour significant to the successful job performance and should not consist of any other personal traits
Acceptability
The standard of performance as well as appraisal techniques should be formulated by joint collaboration as well as joint participation to ensure acceptability of performance appraisal reporting by all.
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There are different learning style and range of training through which it is easy to improve the performance of employees in a significant manner. There are some points that need to consider while grabbing knowledge are as follow:
Social learning 
In this competitive market, employees cannot wait for the trainer to provide training. It enforces employees to access the internet to adopt requisite knowledge to improve their skill in a significant manner (Love et al. 2014, p. 37). Most of the time, it has been evident that TESCO believes in providing training at the time of workplace that eventually reduce the productivity as well as efficiency. Employees can use social media such as Facebook, twitter and; Instagram to enhance their skill in a significant manner.  
Formal learning 
Formal learning represents that employees needs to go through the property policies and regulation in order to improve the knowledge in an effective manner. Most of the time, it has been noticed that stock of library is more than enough to enhance the skill of employees in a sustainable manner. It enforces company to allocate some amount of budget for learning so that it is easy for employees to perform their task in a significant manner. 
Career development strategies 
Career development assessment is an important perspective that allows management to consider all potential risk that reduces the sustainability of employees in an effective manner. It is requisite for TESCO to implement effective strategies to improve the sustainability in an effective manner. Below are some effective strategies that help organisation to develop career development strategies in an effective manner are as follow:
Conduct regular assessment 
Regular assessment helps employees to identify the potential risk as well as factors that reduce the efficiency of the employees (Craniateet al. 2014, p.938). It is one of the effective ways to develop career in an effective manner so that they can able to analysis the key factors in a systematic manner. It allows organization to include impact of strategies in future to extract effective result in a systematic manner.
Create goals manageable
Creating goal manageable represents to the individual and enforces them to create short goal as well as long term goal. Moreover, it makes individual to achieve maximum benefit in a limited period of time. By creating short term goals as well as long term goal along with timeline, it is easy to meet the demand of employees in a proper manner. It makes people more focused as well as motivated to perform the task in an effective manner. It allows employees to develop the career of employees in a systematic manner. 

Figure 3: Career development strategies
(Source: Created By Researcher)


Self-mile stone
It enforces employees to analyse the current situation of an individual of employees in a systematic manner. According to self-milestone strategies, it is requisite to set the goals of employees based on their potential in a sustainable manner so that they can able to develop their career as well as skill in a sustainable manner. With the help of these strategies, it is easy to enhance the productivity as well as relationship in an effective manner. 
Continue education
Continue education is a great strategy to improve the performance of employees in an effective manner. Most of the time, it has been evident that TESCO fails to provide adequate amount of training and learning style that eventually affects the economic growth of company in a significant manner. It is important for an organisation to identify the requirement of employees to provide requisite assessment in a significant manner.
[bookmark: _Toc530499864]Conclusion
From the above study, it can be concluded that it is requisite for an organisation to develop effective relationship as well as workplace achievement to improve performance. There are several ways by which company enhance the employment relationship such as monitoring, supervision as well as career development. It is important to give adequate amount of salaries to the employees in order to keep them motivated and encouraged in a systematic order. Performance indicator tools help manager to analyse the performance of employees on different parameter such as input, impact and outcome of development intervention so that individual able to commence their task effectively.  Apart from different tools of performance indicator, some strategies have been discussed that needs to implement TESCO to improve gap between employees as well as management in a systematic manner. Most of the time, it has been evident that TESCO believes in providing training at the time of workplace that eventually reduce the productivity as well as efficiency. Employees can use social media such as Facebook, twitter and Instagram to enhance their skill in a significant manner. On the other hand, it has been evident that succession planning helps in key problem that reduce the outcome of the company in a significant manner. 
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