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Essay
Introduction:
This essay will include about the importance of relationships within the workplace and how building them can bring many positive benefits to an organisation. The hierarchy within a workplace ideally would be close knitted for there to be open communication from the top to the bottom with all layers included. Workplace achievement should be taken seriously by organisations as if managers are willing to give feedback and rewards to the following staff members about their performance then they would feel content about their position at the organisation (Van Yperen and Orehek, 2013). The case study that will be mentioned in this essay will be about Tesco, the well-known supermarket in the UK. Additionally, there will be a detailed discussion about why employees should be trained at the workplace, so their array of skills can be developed and can tackle a range of roles to become more flexible as a result. 
Also, individuals at the workplace should not feel overwhelmed by managers as they should have realistic expectations for the staff members to achieve so they feel it is an appropriate challenge for them under given circumstances such as: the length of time they have been at the job role. There will be a detailed plan in relation to an individual at Tesco and how they can improve their performance considering the type of training they need in certain areas. 
Background Information about Tesco (Case Study):    
Tesco is one of the top retailers in the UK. They sell a variety of goods such as: groceries, electronics and clothing which gives great appeal to customers. They are well known for being a supermarket, but they chose to expand and explore new avenues such as: insurance, financial and Tesco Mobile. This allows them to compete with the other supermarkets that have taken similar measures including Sainsbury’s and Asda (Alexander, 2015). There are different store sizes of Tesco which cater to the needs of the customers given the location such as: Tesco Extra, Metro and Express. Their slogan of Every Little Helps suggests that their service is what they are striving on to be the best and stand out from the rest of their rivals to have an edge over them so with more services in different areas can create a loyal relationship with selected customers.
Loyalty cannot be bought and can be evident through the connections made at the store with that specific customer (Ahrholdt et al., 2019). Given the trend of customers nowadays fluctuating their visits to different supermarkets considering what may be cheaper or the best available offers at the time, it is increasingly important now than ever for the store to keep hold of their loyal customers with the Clubcard and offering double points or an amount off when spending a specific number of pounds when shopping. Retaining customers in this climate is essential where there is a growing trend of customers moving towards low cost retailers such as: Aldi and Lidl. Tesco have investigated expanding abroad and away from the UK such as: USA. The attempt moving to USA was a failed venture considering the customer’ habits in their location was not favourable for them as there wasn’t enough investment in the R&D aspect to give them a better idea of what would potentially be the best approach.    





Potential benefits of developing individuals:
For an organisation to become successful, they need to focus on the employees and how they can improve their skill set. Training employees is one way for them to become established in their job role. These staff members as a result would be more likely to perform different roles which would be highly beneficial for the manager to switch positions when required. When employees are changing roles, this would be for the greater good of the organisation as they can alternate and interchange when needed. Also when evaluating the performance of individuals, managers that consistently track their performance can give valuable feedback including praises and criticisms which would be helpful for them to take on board (Sung and Choi, 2018). 
Communication is one area that can be improved for individuals in the workplace considering in relation to Tesco, customer service is priceless. The relationship between customers and the workers may be the defining factor whether they would want to return to the same supermarket with the potential of being a loyal customer. Employees would have to understand of what customers are expecting regarding any help that may be needed and their position at the shop floor may be vital as they would be readily available for any assistance (Turaga, 2019). This would be highly beneficial for the organisation as they would receive great customer feedback which would please the hierarchy. 
Especially for Tesco, where they are in a highly competitive market, it is important they have an edge over their rivals and a good reputation can send a message to the general public about the way things are run at the firm. Positive comments allow the opportunity for these individuals to be rewarded by managers and to continue in the same manner (Bone et al., 2017). This would create an increase in job satisfaction with the way employees are being treated with praises and there would be a great morale within the workplace which would create positive harmony. Any potential rewards that they have received may be of great motivation for other employees as they may be performing of a higher level to achieve the incentive. 
Specific training towards health and safety is very important for Tesco as they have deliveries in the morning for their stock. Some of the items in the delivery may be heavier than others as workers would need to be cautious about how they tackle the cages in the right way. The training will support them to be fully prepared on how to be part of the delivery team. These methods may take time for the employees to adjust as they can learn from their following peers and pick certain things up to become more confident when engaging in these tasks (Fletcher et al., 2018). 
A possible benefit may be that the weaknesses of selected individuals can be spotted by the hierarchy and figure out ways of how to improve them into strengths via training. Some employees may not realise what their weaknesses are, so it may be easier for someone else who assesses their performance to explain to them. Having real-life scenarios in place to counter act these weaknesses would be ideal preparation for them to get used to excessive pressure at the workplace which remains a distinct probability. As a result, their confidence would increase at the role they perform so they can lead others and pass their knowledge on which would give the collaborative team a sense of pride. Employees becoming more competent allows them to challenge the hierarchy to give them more responsibilities. 




If employees are being trained, then their view of the employers may mean staff members are valuable to the firm in relation to Tesco, where customer service is a huge priority. Employees being backed by the employers would mean that they would feel inspired to not let them down and produce better results. Higher job satisfaction may potentially take place within the group as there would be a closer relationship between managers and employees. Employees would become keener to take on more roles to support the firm in any way possible, so they can progress as an individual. An ongoing development plan for the employees allows them to not stagnate in their role and would not look elsewhere for job roles. 
Another benefit of developing individuals is that when a leader such as a store manager decides to leave a specific branch of Tesco then there may have to be a time where a candidate within the workforce may be promoted to a manager that has what it takes for the step up in position. Current employees being trained makes them possibly being qualified to take up the role when the vacancy presents itself. Tesco can benefit from this situation because when leaders decide to head into a new direction, it leaves the store in a dilemma about finding a replacement. However, if employees are trained before hand and contain a contingency plan then it would be a smoother transition for a candidate to be chosen within Tesco. 
Developing employees can make the overall organisation a better place to work as the relationships between managers and employees may potentially be closer than ever. Employees can become more open to their managers about any queries they have as they would not be afraid to speak out. The closer relationships are within the workplace then employees would feel happier to perform at a higher level and wouldn’t feel think about leaving the store. Better results will be produced with a superb morale at the workplace as positivity will be shining through against any negativity. From Tesco’s perspective, if they wish to attract top talent within employees and managers then these results may come in handy to potential candidates about how well the supermarket is performing which will allow more applicants applying. 
Management of Expectations:
Individuals at the workplace may feel pressurised to perform if they have unrealistic expectations that are set to achieve. Regarding Tesco, the supermarket industry is very competitive, so managers are forced to get the best out of the employees because the market they are in allows them to replace employees easily especially considering the amount of applicants. However, if they wish to be known as a loyal company then they may have to stick with their current staff and for the relationship to flourish then employees would need to be honest with their managers. If expectations are unrealistic, then they would need to speak out and maybe a solution would be produced to achieve realistic targets. This may allow the relationship to build credibility as there is trust from both parties. 





Accountability is a major aspect that is linked with managers as whenever employees do challenge managers about the expectations, managers should be willing to listen to them than rather having a one-sided conversation due to the power of command. The best managers take responsibility for their actions if they have given inappropriate expectations for the selected employees and should hold their hands up so employees feel there is a transparent relationship. This allows managers to learn from their mistakes and improve on their performance. Managers that face the reality rather than focusing on their pride may see that the benefits of the organisation should be the first priority ahead of anything else. 
An ideal workplace in relation to Tesco should contain a relaxed atmosphere where there is vulnerability, so employees aren’t scared about the consequences of any possible mistakes. This allows the relationships between managers and employees to be more open. If employees aren’t able to meet certain targets that are expected of them then they can apologise about their performance and would be accepted by the management team. From the manager’s perspective, they should ensure that failing objectives cannot become the norm and can be let off from time to time otherwise employees would feel too comfortable in their role. There can be some common ground made between both parties regarding expectations.  
Respectability is another aspect that has increasing significance within relationships regarding expectations. Both parties need to respect each other to have a full functioning relationship. For any solutions to be reached when having to make compromises would ideally may be one way for both parties to agree. The workers in Tesco would feel that they would have to develop further by having the right level of expectations as managers may give them fewer challenging tasks which can demotivate employees. So it can work both ways against the management team, as easier roles may lead to employees feeling stagnated in their role and may force them to move on where more of their skills can be utilised in an efficient way. 
Managers may have to be cautious about the emotion’s employees hold when working because in the workplace, they may be unhappy about the role they are performing and are not allowed to progress as an individual since managers are not assigning tasks that hold more significance. Employees that do not have a close relationship with their respective managers may have downsides as managers may not have the time to spend with them regarding any queries they may have about the work they have to complete. This may apply excessive pressure on the employees especially at Tesco where replacements can be found quite easily, and their performance might suffer as a result. 
Clarity is an important feature for the organisation regarding expectations because the manager has the role to bring everyone in the store together and set the targets of what should be achieved in a given period. This alerts all workers of what their level of performance should be at and gets the whole team motivated to not let their superiors down. If the employees at Tesco know exactly what they need to be doing, then further on there cannot be any excuses made for any miscommunication. Employees that agree on what is being said by managers must live by their word and continue working in a professional manner. 




Culture is a significant factor within any organisation when setting expectations. Every organisation has their own corporate culture that they live by and in this case, Tesco has a culture where customers come first as their slogan is “Every Little Helps”. For new employees that come into an organisation for the first time, it may be slightly difficult to adjust to the new culture as their past experiences may dictate on how they conduct themselves at work. They would have to learn from established colleagues on what possible changes may have to be made in result for them to fit in better and please the manager in charge. The colleagues may have to show the new workers around before any conflict may take place due to the way they may work in previous occupations.  
Any problems that employees have within an organisation, it is important that it is communicated with managers instantly before the problem escalates even further. Managers are likely to have the power and the expertise to deal with the problem before it gets out of hand. They can make the minor adjustments and have the connections with important people to solve the problem. These issues being discussed with fellow colleagues may lift the burden on that person’s shoulders as it is easier to speak with people than hold it in and the team may find a suitable solution. Building an ideal culture where everyone communicates about their problems makes the organisation feel as a collective unit. 
Evaluate development vehicles:
One development vehicle that Tesco can use to their advantage is a motivational theory called Herzberg’s two factor theory. This will potentially become useful because there will be times where employees will feel demotivated at the workplace due to not having many important responsibilities. The theory believes that the organisation introduces motivators for the employees to increase their level of performance at the workplace. These motivators include more responsibilities at work, so they feel valued at the firm, a chance for them to prove themselves with a bigger role and become recognised from their peers with praise (Hur, 2018). There are opportunities available at Tesco to progress through the ladder of promotion. 
Continuing with the Herzberg’s theory, there are also hygiene factors which insure that the employees at Tesco are content with working at the store such as: their wages are acceptable for the role they are performing. The working conditions at the store are fit for purpose and allows the staff members to work to the best of their ability (Prasad Kotni and Karumari, 2018). These factors being in place allows the worker to be satisfied with the surroundings of their workplace. There are other methods that can be implemented into the environment to allow workers to become more interested in the role they are performing such as job enlargement. This allows the workers to perform a number of tasks at the workplace which would potentially influence their engagement levels to increase at the supermarket. They would not become bored of the role they are performing on a weekly basis and will challenge their current skill set. 
Empowering the employees at Tesco can possibly create a greater good for the organisation as if selected staff members can make decisions regarding their work than consulting with managers every time will show that individuals are capable of figuring out what is the best solution on their own. This will possibly lead to workers taking more pride into the work they perform as they are examining the bigger picture and there will be more meaning into the work as they will be fighting for the cause to be the best supermarket retailer in the UK. It is difficult for Tesco to find employees that are hugely attached to the organisation as employees tend to start off at supermarkets and move on to bigger job roles in other sectors. Keeping employees in the know of the overall objectives of the organisation will potentially keep them on their toes of how they should be performing and what it would take for the targets to be met. 
Another tool that can be used by Tesco which would be useful for employees is performance appraisal. This would meet the needs of the employees as they would be aware of how to develop even further as an individual. Their performance will be assessed, and managers can explain to the following employees on how they can grow within the business (Venne and Hannay, 2018). Managers can spot whether employees are meeting their targets or not and can see how they are performing in relation to their wages they are receiving. This method is only useful if managers recognise the weaknesses and strengths of the employees and they admit where they frailties lie so further improvements can be built on. 
Constructive feedback allows the process of the performance appraisal to function to its full effect as employees are aware of their own praises and criticisms. It is important that there is a mixture of positives and negatives, so the employees feel grounded. If they are flooded with praises, there is the potential of certain employees becoming too arrogant in the workplace and may make unusual demands regarding their status at the workplace. Managers should have promotions in place for the right candidates if their performance exceeds the expected levels of them and have training programmes on stand by for employees that can make adjustments in their work to become a better version of themselves for the company’s needs.
The process of performance appraisal allows the managers to evaluate on who is worth keeping at the organisation since if there are employees that are consistently underperforming, it would be best to take swift action and search for adequate replacements that can fill in. For employees that are overperforming, packages can be offered to them to ensure they stay at the company because they can easily move on and search for a better job than Tesco as extra bonuses can be an incentive for them to show loyalty. From the employees’ perspective, they would need to think about themselves and see if there is a future for them at the firm or if they cannot progress any further by staying at the firm.  
Detailed plan to meet development needs of an individual at the workplace:
For the organisation to have the most talented employees, managers need to focus on their employees on how they can become the best versions of themselves. The development of employees is an ongoing process that can never be one hundred percent maximised as there is always room for improvement. If the managers can identify on how selected employees can improve and discuss in person then the relationship may improve as a result. Firstly, managers can provide training for the employees to adjust to the new role and acquire the skills required to perform specific tasks. This will allow the individuals to expand on their current knowledge to be better prepared before heading into the role that may involve pressure at the supermarket, Tesco. There are a range of roles within Tesco such as: delivery team, customer service advisors, cashier support and self-service support. 
For employees that are looking to progress in Tesco and gain a new promotion or major responsibilities then there would need to be training for them, so they are in good stead before the real deal. From the individual’s perspective, they are looking to develop on a professional level and not feel that they are trapped in performing the same tasks on a daily basis. This allows them to be more motivated in their current position as they are performing a variety of tasks. Having to perform more tasks may lead to positive stress as they would feel occupied at the workplace by being closely attached to the company. 


The individuals at the workplace are focused on achieving their career goals and need to be constantly developing as a result so the managers at the workplace need to take their aspirations into consideration if they wish to keep them at the company. Especially considering the organisation Tesco is, there is the likely probability of them having a few part timers as employing students allows them to pay less and they have a busy schedule while balancing education and work. The more opportunities are given to the employees, the more they will cherish the challenge and will try to live up to the expectations. 
Conclusion:
The essay focused on what benefits can be gained for the organisation by developing current employees at the workplace which include: better communication between managers and employees which creates a closer relationship which allows a positive brand image for Tesco to the general public as it potentially may be reported in the media. Managing expectations has always been quite tricky for managers to impose on employees and it is critical that the targets are achievable, so employees feel that they are capable of meeting them. One developmental vehicle that was used is the Herzberg’s theory which focuses on hygiene and motivating factors that may determine on whether the employees at Tesco wish to stay or not. Lastly there is a plan in place for the employees at Tesco, so they can be a step closer to their individual career goals by expanding their skill set.  
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