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Executive summary

This report examines the relationship between developing relationships and workplace
achievements, with a focus on practical strategies for cultivating effective relationships in the
workplace. The report begins by discussing the importance of building strong relationships in
the workplace and highlights the benefits of doing so, such as improved communication,
increased trust, and enhanced collaboration. Also, the report outlines various strategies for
developing effective workplace relationships, including active listening, empathy, and open
communication. The report also discusses the potential challenges that can arise when
attempting to cultivate relationships in the workplace, such as cultural differences and

conflicting priorities.

The second half of the report focuses on the relationship between building relationships and
achieving workplace goals. Drawing on research and practical examples, the report argues
that strong relationships can lead to improved job satisfaction, increased productivity, and
greater organizational success. Additionally, the report examines the ways in which
relationships can facilitate the attainment of specific workplace objectives, such as
completing projects on time and within budget. The report concludes with practical
recommendations for cultivating effective workplace relationships, including setting clear
expectations, seeking feedback, and investing time and effort in building relationships. The
report emphasizes that developing strong relationships is an ongoing process that requires

patience, dedication, and a willingness to learn and adapt.

Inconclusion , this report highlights the importance of developing relationships in the
workplace and provides practical advice for building effective relationships that can lead to
personal and professional success. The report emphasizes the benefits that can be gained
from building strong relationships and underscores the critical role that relationships play in

achieving workplace objectives.
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1.0 Introduction

The modern workplace is complex and dynamic, and success often depends on the ability to
cultivate strong relationships with colleagues, clients, and stakeholders. Building effective
relationships in the workplace is a critical skill that can positively impact personal and
professional success. Relationships facilitate communication, enhance trust, and foster
collaboration, all of which are essential components of achieving workplace goals. This
report examines the importance of developing relationships in the workplace and explores
various strategies for building effective relationships with colleagues and stakeholders. The
report also highlights the relationship between building relationships and achieving
workplace objectives, drawing on research and practical examples to demonstrate the ways
in which strong relationships can lead to improved job satisfaction, increased productivity,

and greater organizational success.

The report begins by providing an overview of the benefits of developing relationships in the
workplace, including improved communication, increased trust, and enhanced collaboration.
The report then outlines various strategies for building effective workplace relationships,
such as active listening, empathy, and open communication. The report also discusses the
potential challenges that can arise when attempting to cultivate relationships in the

workplace, such as cultural differences and conflicting priorities.

Furthermore, the report focuses on the relationship between building relationships and
achieving workplace goals. Drawing on research and practical examples, the report argues
that strong relationships can facilitate the attainment of specific workplace objectives, such
as completing projects on time and within budget. The report also examines the ways in
which relationships can lead to improved job satisfaction and increased productivity,
highlighting the benefits that can be gained from building strong relationships in the

workplace.
Panache care Agency

Panache care agency is a care agency providing care staff to the care homes in and around
London. Panache Care Agency understands the importance of developing positive
relationships in the workplace, both with our clients and our staff. They believe that strong
relationships built on trust, communication, and respect are essential to achieving thier goals

and providing high-quality care.

To foster positive relationships with our clients, they would like to take a person-centred

approach to care. By working closely with each individual and their family to develop a



personalized care plan that meets their unique needs and preferences. Their caregivers
require to be trained to listen and communicate effectively, and encourage open dialogue
between their staff and clients to ensure their needs are always met.

In addition, they need to prioritize staff training and development to ensure that our
caregivers have the skills and knowledge they need to provide the best possible care. They
would need to provide ongoing training opportunities and support our staff in achieving their
professional goals.

1.1 HR knowledge and skills

Human resources (HR) play an important role in running a project. Here are some areas of
HR knowledge that are required for successful project management (Stevens and Campion,
1994)

Recruitment and staffing: Knowledge of recruitment and staffing is crucial for ensuring that
the right people are selected for the project team. This involves identifying the required skills
and competencies, creating job descriptions, and conducting interviews (Margerison, 2001).
Performance management: Performance management is important for monitoring the
performance of project team members, setting goals and objectives, providing feedback, and

conducting performance appraisals (Margerison, 2001).

Training and development: It is important to provide training and development opportunities
to project team members to help them acquire new skills and knowledge required for the
project (Armstrong and Taylor, 2006).

Compensation and benefits: Knowledge of compensation and benefits is important for
determining appropriate compensation packages for project team members, as well as
determining the benefits and incentives that are appropriate for the project team (Armstrong
and Taylor, 2006).

Legal and ethical issues: Knowledge of legal and ethical issues related to human resources
is important for ensuring that the project team operates within the boundaries of the law and
ethical standards (Armstrong and Taylor, 2006).

Diversity and inclusion: Knowledge of diversity and inclusion is important for creating a
project team that is inclusive and representative of diverse perspectives and experiences
(Armstrong and Taylor, 2006).

Team building and communication: Knowledge of team building, and communication is
important for building a cohesive project team that communicates effectively and works well
together (Hartenian, 2003).



By leveraging these areas of HR knowledge, project managers can ensure that their project
team is effectively recruited, managed, trained, and compensated, leading to a successful
project outcome.

2. Human Resource behaviours

There are many HR behaviours that can contribute to the success of an organization. Here
are some key HR behaviours (Doherty, 1998).

Effective communication: HR professionals must be effective communicators, as they need
to communicate with employees, management, and external stakeholders. They must be
able to listen actively, ask questions, and convey information clearly and concisely (Doherty,
1998).

Empathy and understanding: HR professionals need to be empathetic and understanding, as
they often deal with employee concerns, conflicts, and other sensitive issues. They should
be able to listen with an open mind and provide support and guidance to employees
(Doherty, 1998).

Ethics and integrity: HR professionals must demonstrate ethics and integrity in their work, as
they are responsible for ensuring compliance with laws and regulations, as well as upholding

the organization's values and culture (Latham,1988).

Adaptability and flexibility: HR professionals must be adaptable and flexible, as they need to
be able to respond to changing circumstances, such as changes in laws and regulations,
shifting business needs, and changes in the workforce (Hartenian, 2003).

Collaboration and teamwork: HR professionals must be able to collaborate effectively with
other departments and stakeholders, as HR impacts all aspects of an organization. They
should be able to work effectively in a team environment, build relationships, and influence
decision-making (Hartenian, 2003).

Strategic thinking: HR professionals should be strategic thinkers, as they need to align HR
policies and practices with the organization's goals and objectives. They should be able to
analyse data, identify trends, and make recommendations that support the organization's

strategic direction (Stevens and Campion, 1994).

By demonstrating these HR behaviours, HR professionals can effectively support the
organization's success by attracting, retaining, and developing talent, ensuring compliance

with laws and regulations, and creating a positive and productive work environment.

3. Human Resources skills audit

HR skill audits are a process of evaluating the skills and competencies of an organization's

HR staff. The purpose of a skill audit is to identify gaps in the knowledge, skills, and abilities



of HR staff, and to develop strategies to address those gaps. Here are some key steps
involved in conducting an HR skill audit (McGuire etal., 2022).

Define the scope: The first step is to define the scope of the audit, including the specific roles
and responsibilities that will be evaluated.

Identify the skills required: Once the scope is defined, identify the skills and competencies
required for each role. This could include areas such as recruitment, performance
management, employee relations, compensation and benefits, and compliance.

Evaluate current skills: Next, evaluate the current skills of each HR staff member. This could
be done through surveys, self-assessments, or manager assessments.

Identify skill gaps: After evaluating current skills, identify the gaps between the skills required
and the skills currently possessed by HR staff. This could be done through a skills matrix or
a skills gap analysis.

Develop a training plan: Based on the identified skill gaps, develop a training plan to address
those gaps. This could include in-house training, external training, mentoring, or coaching.
Monitor progress: Once the training plan is implemented, monitor progress and evaluate the
effectiveness of the training. This could be done through follow-up assessments, feedback

from managers, or employee engagement surveys.

By conducting regular HR skill audits, organizations can ensure that their HR staff possess
the necessary skills and competencies to support the organization's goals and objectives,

and to address the changing needs of the workforce.

4. Human Resources SWOT analysis

HR SWOT analysis is a tool used to identify the strengths, weaknesses, opportunities, and
threats of an organization's human resources function. Here is how to conduct an HR SWOT
analysis (Gurl, 2017).

Identify strengths: Start by identifying the strengths of your organization's HR function. This
could include areas such as employee engagement, talent acquisition, diversity and
inclusion initiatives, or effective communication with employees (Chermack and Kasshanna ,
2007).

Identify weaknesses: Next, identify the weaknesses of your HR function. This could include
areas such as a lack of training and development opportunities, a lack of diversity in the
workforce, ineffective performance management, or poor communication with employees
(Chermack and Kasshanna, 2007).

Identify opportunities: Identify the opportunities available to your HR function. This could

include areas such as new technologies to enhance HR processes, expanding recruitment



efforts to new markets, or developing new employee benefits or wellness programs
(Chermack and Kasshanna, 2007).

Identify threats: Finally, identify the threats that your HR function faces. This could include
factors such as changing regulations, a highly competitive job market, increasing labor costs,
or employee turnover (Chermack and Kasshanna, 2007).

After completing the analysis, use the information to develop strategies to build on the HR
strengths, address the weaknesses, capitalize on the opportunities, and mitigate the threats.
This could include developing a new training and development program, enhancing
recruitment efforts, or creating new employee benefits to address employee needs and
retention.

By conducting regular HR SWOT analyses, organizations can ensure that their HR function
is well-positioned to support the organization's goals and objectives, and to address the

challenges and opportunities of a constantly evolving workforce.

5. Training and development

Training and development programs can provide a range of benefits to both the employees
and the organization. Here are some of the key benefits of training and development
(Tannenbaum and Yukl, 1992).

Improved performance: By providing employees with the necessary skills and knowledge to
do their jobs effectively, training and development programs can improve employee
performance and productivity (Tannenbaum and Yukl, 1992).

Increased job satisfaction: When employees feel that their employer is investing in their
development, they are more likely to feel satisfied with their job and more engaged in their
work (Tannenbaum and Yukl, 1992).

Enhanced employee retention: Employees are more likely to stay with an organization that
provides opportunities for learning and career development (Tannenbaum and Yukl, 1992).
Improved employee morale: When employees feel that their employer is invested in their
growth and development, it can boost morale and create a positive work environment
(Tannenbaum and Yukl, 1992).

Increased innovation and creativity: By providing employees with the skills and knowledge to
do their jobs effectively, training and development programs can foster a culture of
innovation and creativity (Tannenbaum and Yukl, 1992).

Reduced costs: Well-trained employees are less likely to make mistakes, which can reduce
costs associated with rework and errors (Tannenbaum and Yukl, 1992).

Improved customer satisfaction: When employees are well-trained and knowledgeable about
the products and services they offer, they can provide better customer service, which can

lead to increased customer satisfaction and loyalty (Tannenbaum and Yukl, 1992).



Finally, training and development programs can contribute to a positive work environment,
improved employee performance, and increased organizational effectiveness. By investing
in their employees' development, organizations can reap the benefits of a well-trained and
engaged workforce.

6.Personal development Plan
Personal Development Plan for Communication Skills Development

Effective communication is a crucial skill in personal and professional life. To achieve
success in various fields, it's essential to have strong communication skills. In this personal

development plan, | will outline my goals and strategies to improve my communication skills.
Goal:

To improve my communication skills by the end of the year.

Objectives:
1. Enhance my verbal communication skills.
2. Improve my written communication skills.
3. Develop active listening skills.
4. Increase my confidence in public speaking.

Strategies:

Enhance my verbal communication skills:

a. Practice speaking in front of the mirror to improve my tone and clarity.
b. Attend communication skills workshops.

c. Participate in group discussions and debates to improve my articulation and diction.
d. Record myself speaking and analyse my speech for improvement.
Improve my written communication skills:

a. Read books on effective writing and communication.

b. Practice writing essays and reports regularly

c. Seek feedback from colleagues and mentors on my writing skills.

d. Learn how to tailor my writing to different audiences.

Develop active listening skills:
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a. Attend listening skills workshops.

b. Practice active listening during conversations

c. Ask questions to clarify points during conversations
d. Repeat back important points to show understanding.

Increase my confidence in public speaking:

a. Attend public speaking workshops.

b. Practice speaking in front of small audiences.

c. Record myself speaking and analyse my speech for improvement.

d. Take opportunities to speak in public, such as at work meetings or social events.
Timeline:

Month 1-2:

Attend communication skills workshops.

Practice speaking in front of the mirror.

Read books on effective writing and communication.

P 0N PR

Practice writing essays and reports regularly.
Month 3-4:

Attend listening skills workshops.
Participate in group discussions and debates.

Seek feedback from colleagues and mentors on writing skills.

P 0N P

Practice active listening during conversations.
Month 5-6:

Attend public speaking workshops.
Record myself speaking and analyse my speech for improvement.

Take opportunities to speak in public.
Month 7-8:

Practice speaking in front of small audiences.
Learn how to tailor my writing to different audiences.

Repeat back important points during conversations.
Month 9-12:

1. Continue practicing communication skills.
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2. Attend additional workshops or training if necessary.
3. Seek feedback and evaluate progress made in achieving objectives.

7. Conclusion

This personal development plan will help me to improve my communication skills by
providing a structured approach to learning and development. By following the objectives
and strategies outlined in this plan, | will be able to enhance my verbal and written
communication skills, develop active listening skills, and increase my confidence in public
speaking.
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