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Workplace relationships have been a common issue and a subject to common debates and matters since modern employment began. Though it is considered absolutely professional, relationships in the workplace can also affect employee’s personal lives as well as their mental state. It also has a direct impact on the worker’s attitude, productivity and their service to their place of employment. Many types of factors tie into this and the following written report will focus specifically on the overall performance of the workplace: the relationships surrounding and within the workplace and its achievements. This focus will be supported by three particular development vehicles and how they drive the success of a case example organisation. This report will also be a critical evaluation of the potential benefits of the workplace and to the employee, finalising the report with a plan to meet the identified development needs and expectations of an individual. The case example (organisation/ workplace) I will be referring to throughout this written report will be Tesco. 
Tesco is Britain’s biggest supermarket (Clark and Ping Chan, 2014), dominating the market share of UK retailers, Tesco is a well established brand proven to now be a household name, sharing much of Britain’s history and much earned loyalty. With a long and detailed history of retail service to the British public, there are many examples and cases of the types of workplace achievement they have earned and relationships they have built with their employees over the years.
[bookmark: _Toc20338384]1st vehicle - Motivation:
The first development vehicle I have chosen to critically evaluate is motivation. According to BusinessDictionary, 2019, motivation refers to internal and external factors that stimulate desire in people to commit or do a certain job or achieve a certain goal. Factors such as rewards and incentives may help stimulate motivation in people, for example. Motivation is a key use in business success as it gives employees the chance to work for something else in their job; to make it either more exciting or more rewarding (Reeves, 2001). Or motivation may also stem from internal factors such as own safety and health. Maslow hypothesised that there are certain types of needs in the workplace (such as belongingness, safety and security, for example) that needed to be satisfied so that the psychological health of the individual will improve and thus, directly improve the company (Lester, 2013). Therefore, businesses greatly encourage motivational paths as a motivated workforce will work harder and achieve greater output in a more efficient time period. There are two types of motivation. The first one is extrinsic motivation. This is motivation or the will to do something that is driven by external rewards such as fame, money, praise and moving up a stage. This is much different to intrinsic motivation, which refers to motivation driven by a person’s own will and/ or internal satisfaction; it is something that directly affects the individual. For instance intrinsic motivation may be the result of actually liking the job and wanting to be much better at it, or having morally rewarding outcomes from the job. Organisations such as Tesco, uses motivation at every stage because it never fails to provide benefits for both the company and for the employees. This is because a motivated workforce works to higher standards of quality because they actually care about what they are producing or doing. This in turn, then leads to more benefits such as faster work production, less mistakes made, more creativity and innovation, as well as less chances of conflicts arising during business decisions and during the work day. Though motivating a workforce may take a lot of time, patience as well as cost money to the company or firm (for example, having to keep and maintain supervision and extra training days and meetings), the end results are much more rewarding; the profits of motivation is much more higher than the costs. To support its growth, Tesco keeps a motivated staff by adding many benefits to their jobs. For example, one of the benefits is a reduced staff discount for family and friends. This helps employees stay on the job as they find other beneficial factors such as a reduced grocery shop if they stay at Tesco’s, compared to finding work anywhere else. They also provide competitive salaried and gym discounts. This helps to provide motivation, as staff will then know that if they work harder and better, and managers notice, then they will be able to get a pay rise from the company. This therefore, is a form of extrinsic motivation as the will to do something comes from an external source – money.
[bookmark: _Toc20338385]2nd vehicle – Employee Engagement:
The second vehicle that will be critically evaluated is employee engagement. Employee engagement refers to the emotional commitment the employee has to the organisation and it goals (Kruse, 2012). When employees are more engaged (or in simpler terms, when they care more) their work standards increase and they do more work that is not actually necessary to their job or work that will not get credited at that specific moment. This is discretionary effort. Discretionary effort is the level of effort people could give if they wanted to, but above and beyond the minimum requirement (Daniels, 2019). For instance, if an employee is engaged to their company or organisation, they will do more work than required, such as, doing overtime to finish a project, without expecting more pay or any form of monetary reward, other than the satisfaction of getting the job done. Tesco employees carry out employee engagement when they help customers despite their shift finishing, for example, or when they stay overtime during busy periods such as Christmas with no intention other than to simply help their store out. Despite it being very hard to accomplish employee engagement within all or most members of staff, organisation use employee engagement because of its many benefits. The first being higher productivity; if employees are committed to their work, then they will make sure that their work is high in quantity as well as perfect in quality. In addition to, a lower rate of absenteeism will also be a result of higher engagement within the workforce. High commitment levels will mean that employees will take less days off and try to come in every day to work so that it does not affect the company in any negative way, differing in the nature of their psychological contract (how much effort the employee themselves see as suitable or enough). Balain and Sparrow (2010) considered that engagement should be seen as an attitude and not as a belief. They suggested that engagement will have affective and behavioural outcomes, but it is necessary to separate the cause from the effect, as it is very important to know that people differ in their work ethic and their manner of involvement with, and concern for work (Mullins, 2010, pp.749–750). One of the key benefits of employee engagement is that the employee feels trusted, valued and empowered in the workplace; this then gives a personal advantage to the employee and its emotional connection will enable the employee to carry out productive and innovative work for a sustained period of time. As well as allowing the employee to understand the company’s mission and their role in that mission. This then creates an attractive reputation for that company, as it makes consumers/ customers think that the workers truly believe in the company and thus, sharing common values.  
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The final vehicle I will critically evaluate is Training. Training is a content based activity, normally away from the workplace with an instructor leading and aiming to change behaviours and attitudes (Mullins, 2010, pp.749–750). The main goal of training is to improve knowledge and skills and to change attitudes (Mullins, 2010, pp.749–750). One major benefit of training is that it increases the confidence and value of the staff members. This is because; the additional and maybe advanced training allows employees to perfect and practice their skills more and learn from common mistakes. For example, Tesco employees may require further training so that they can combat efficient safety regulations within both the internal and external departments (i.e. within colleagues as well as to customers). There can be multiple types of training taking place within the workforce. For example, leadership and management training can be for employees who are being or will be promoted to a senior role or position in the near future. Other types include IT skills improvement and interpersonal skills (team leading and group dynamic expertise, for example) for instance. Training is a major factor in the success of a company because it solely relies on efficiency and productivity of every single employee held accountable. This is due to the fact that without training, the entire business falls apart and is no longer considered a competitor in the market. To illustrate, if the employees of Tesco were not specially trained in any way, for instance, their customer service skills and efficiency to carry out manual labour such as visual merchandising, cashing tills ect, then their store would not be able to provide any sort of decent service, and customers would then, as a result, resort and opt to shop elsewhere, ASDA for example. To continue business growth and success, quality training of all workers is essential. Not only to the business itself, but the employees also are positively impacted because as training improves and continues, their working standard also increases. For example, the better they are at their job, the more that they will be valued by their peers and colleagues as well as the satisfaction they will receive from carrying out effective work all the time. Herzberg’s two factor theory also relates to this. The motivation – hygiene theory revolves around factors influencing people’s attitudes to work; motivation factors such as achievement, advancement and possibility for growth led to greater job satisfaction and overall improved the work output of the employee (Alshmemri, Shahwan Akl and Maude, 2017). Therefore, training (the systematic and planned instruction activities to promote learning) is absolutely vital to a company that wishes to push their business to neigh heights and potentials for maximum success. Companies like Tesco are a great example of this where advanced training services are carried out regularly and in a systematic approach.
[bookmark: _Toc20338387]TASK 2 
As mentioned previously before, Motivation is a key factor in business that is utilised in almost every aspect of growth. One key benefit of motivation to the employee is that it results in greater job satisfaction. This relates to how content the worker is in their job and how willing they are to commit to their job. Overall, the employee’s work then becomes a priority for them and becomes more personal if they enjoy and feel good about the type of work they are doing. This then ultimately reflects upon their work, thus producing quality and quantitative, efficient work output. This therefore is also a great benefit to the organisation itself, as with the contribution of motivation, better work will be produced and will, with no doubt, result in a more efficient and successful business service. An additional benefit to having motivation in the business is discipline. If a particular employee is committed to their work, then they will have control over their self – discipline. Subordinates obey a superior and maintain an orderly behaviour; self discipline occurs through motivation as employees feel that by doing so, they further their own interests (Chand, n.d.). Needless to say, this directly impacts the organisation itself as greater obedience and discipline means that all reasonable rules will be strictly followed and there will be minimal to no defiance and / or violation of regulations.
Employee engagement is an immensely beneficial tool used by organisations and employers all around the world as it helps to promote and stimulate great business growth. This is because the greater the level of employee engagement in an organisation, the more relaxed, safe and comfortable environment the workplace becomes to work in and to also be a proud member of close – knit work community. One advantage of employee engagement for the organisation is lower turnover and higher retention. According to a report published in 2017 by Gallup, statistics show that 51% of employees have the intention to resign from their current job. The hiring and the on boarding process for new employees are very expensive and time-consuming, therefore higher employee engagement means that it will help you retain your top employees and decrease your turnover rates by ensuring that your work team is happy, engaged and content (Robins, 2017). A potential advantage of employee engagement to the employee is that overall; evidence shows that the health of the employees drastically improves. An extensive research in America depicts that workers who are engaged in their work and their workplace are more likely to report to a healthier lifestyle than their disengaged counterparts: engaged employees eat healthier, exercise more frequently and consume more fruits and vegetables (Yu and Harter, 2013). Employee engagement is very similar to training as both aspects focus on heavy communication and relay between the employer and the employee. The ultimate goal of both vehicles is to make the individual more aware, safe and comfortable with their workplace surrounding and with the characteristics of/ around their job.
The final tool is Training. Used by every company and every small business in the industry, training is an essential tool required by every employment at every stage of employment development. As it is already proved that working under one’s preferred conditions confers benefits of improved mood, comfort and environmental satisfaction (Clements - Croome, 2006), training helps to increase and develop all these advantages. For instance, one benefit of training to the organisation is the overall reduction of mistakes ad errors: employees who lack the required skills and expertise as well as practice, to carry out a specific type of job, will ultimately make a lot of mistakes and have a lot of faults in their employment service. However, if they were to be specially trained and practised, then errors will be reduced to the minimal and therefore the better the work output is reduced.  Whereas, one benefit of training to the employed individual is an increase in team spirits and team dynamic: more training sessions means that colleagues are put into situations and in rooms for purposes other than simply work (Qureshi, 2016). Training is a fantastic opportunity for colleagues and peers to get to know each other better and familiarise and spot each others’ mistakes as well as strengths. Not only that, but it also helps them to learn and develop their team relationships and quality of their work, thus creating a more friendlier and amicable environment, perfect for working in and spending a lot of time producing efficient work. Employees’ moods and health will along the way, also improve.
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The following part of the critical assessment report will focus on all the aspects of a personal development plan, as well as will be a provision of three examples and / or models focusing on meeting the development vehicle needs and expectations of the employee of an organisation; in this specific case, Tesco. A personal development plan is a written account of self-reflection and improvement, which doubles up as a detailed action plan used to fulfil academic, personal, or career based goals (Rolfe, 2017). Personal development plans are created and strictly followed in almost every workplace and is considered by many as being the core of business growth and success due to the development and improvements of all the employees who follow the well coordinated plan. A personal development plan may also be called a performance review system. This requires specific attention to be focused on a number of basic questions including who should feed back to the individual (employee) on their work performance, the quantity of reviews that will take place, as well as how it is integrated with other people management practices (though this may not always be needed in every type of development plan) and finally, how performance is going to be measured (Mullins, 2010 p. 511). Nevertheless, the system needs to be monitored regularly to make sure that the plan is carried out properly and so that accurate feedback is correctly obtained from the managers and also from the staff members (Mullins, 2010 p. 512). Additionally, the plan must be supported by appropriate follow – up action, as then there would be no point in creating the plan in the first place; for instance, ensuring that the changes in the duties and responsibilities actually do in fact take place and arrangements are made to meet the needs of all the employees (Mullins, 2010 p. 513). The following tables are development plans for the vehicles Motivation, Training and Employee Engagement concerning the case study of Tesco. 
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	Objectives
	Methods of Measurement
	Review Date
	Results/ Impact

	· To improve employee commitment to work



	· Customer service survey (rating scale 1 to 5) placed on card machines at tills on every store 
	· Every 6 months
	· Tesco’s overall customer service standards will increase



One example of an objective for the development vehicle motivation could be to improve the commitment level to work of an individual. It has been proven that if an employee’s commitment to their work increases, then a personal connection also forms. The strive to work harder at their job becomes more important and worth their effort. Therefore, if a sales assistant at Tesco becomes more committed, then their quality of customer service and their willingness to genuinely help the customer will also increase, thus resulting in Tesco becoming a better and more attractive store for consumers, as well as ultimately then, increasing their sales and profits. 
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	Objectives
	Method of Measurement
	Review Date
	Results/ Impact

	· To have a lower rate of absenteeism
	· Attendance and sick days log
	· Annual (every year)
	· Greater productivity levels and reduced profit loss and work days loss



An example of an objective for employee engagements is lower rates of absenteeism. Absenteeism is the pattern or habit of regularly staying away or missing work or school.  If a sales assistant at Tesco, for example, is engaged and happy at work, they will make sure to attend work every day without fail, unless under exceptional circumstances. The reason for this is because they are satisfied with their job and have no problem in putting in extra effort and committing. This will then of course, lead to a lower rate of absenteeism and a higher rate of attendance. If this occurs, Tesco will then face a reduced number of work days lost, therefore increasing the company’s overall productivity and revenue margins.
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	Objectives
	Method of Measurement
	Review Date
	Results/ Impact

	· To develop skills and quality of service standards
	· Skills assessment and / or observations
	· Every 3 months
	· Company’s overall productivity will increase as well as standards of customer service



An example of a development plan may include training as a goal. An objective of a training plan may be to develop the skills of the employees and also to improve their company’s service levels. This will most likely focus on elements such as sessions on gaining greater efficiency in IT and cashier tills, for example. If this were to take place in Tesco, for instance, the company would take the cashiers out of shop floor or maybe even out of store hours and give them tutorials and sessions on how to use the till properly and accurately under company regulations. The purpose of this objective is that the end result of the development of their skills would be that their overall productivity would increase; if the Tesco sales assistants were given further training on how to maximise customer service potentials, then their customer service would also increase, and in return, the customers would feel more helped and welcome by Tesco stores in general. The same also applies to IT development training. If the cashiers are more accustomed and efficient in using the tills, there will then be less room for errors as well as greater alertness to shoplifting and theft. On the whole, more opportunities of training ultimately mean that the company’s productivity and service standards will increase. 
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The workplace can serve as a context for understanding personal and social relationships as well as how work relationships can shed light on how meanings of work and work relationships are discursively co-constructed with others both similar to and different from oneself (Fritz, 2014). This critical report has focused extensively on three specifically chosen development vehicles such as employee engagement, motivation as well as training. The benefits of these vehicles were assessed intricately. When considering the aspect of employee engagement for example, the fact that some companies are choosing to invest in better-trained and more service-oriented workforces should be no surprise, due to the notion that with increasing competition, technological advances and globalization many companies, especially those selling services, such as Tesco, have come to realize that employee expenditures are more than a cost: employees are the face of the business and sources of innovation and organizational knowledge (Kumar and Pansari, 2015). Therefore training, motivation and employee engagements are key movements in workplaces to increase general and overall profit. In conclusion, every development vehicle has overwhelming benefits to both the employer as well as to the individual/ employee, and every successful and stable organisation produces personal development plans to make sure that the individual’s needs are met so that in turn, the benefits (discussed above) can also be resulted. 
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