



[bookmark: _GoBack]Developing Relationships and Workplace Achievement
Name: Isac Ndejeya


[bookmark: _Toc25528775]Executive Summary
Human resources are considered to be the most needed resource for a company as all of the activities are undertaken by them and they are responsible for attaining the goals of the company. For this report, the human resources of The French Field have been taken into consideration. The data have been collected mainly on a qualitative basis from different sources including the website of the company itself and some other sources like books and journals published by the company and different third parties. The first focus was on the different benefits that the company gets from identifying the expectations and requirements of the employees. Then the development vehicles that the company can adopt have been discussed. And finally, a development plan for the employees of the company has been made which will be of great help.
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[bookmark: _Toc25528776]Introduction
Workplace relationship simply refers to the relationships that are build up between the employees themselves and between the company and the employees (Noe, Hollenbeck and Gerhart, 2015). Both are important for the company to ensure sustainable development. In this report, The French Field has been chosen as the organisation which deals with all these issues. For this reason, the employees of the company are becoming more efficient with the passage of time. A development plan for all of the employees has been made at the last of this report which will help the managers of the company to work more on the development of these individuals.

[bookmark: _Toc25528777]Critically Assessing the Potential Benefits to The French Table by Managing Individuals’ Expectations of Personal Development:
An organisation is a combination of people and things that combined are known as the resources of the organisation which must be taken together to make sure that the company is going towards attaining its all short term and long term goals (Mondy and Martocchio, 2016). But these goals will be achieved in the most efficient way only when the people will have good interpersonal relationships which are known as the workplace relationship and when the available resources will be used properly. The activities undertaken by the top management of The French Table to develop workplace relationships and developing individuals generate some benefits to the organisation as follows.
[bookmark: _Toc25528778]Determining employee requirements and expectations of The French Table using the hierarchy of needs framework: Before developing workplace relationships and developing them based on the relationships and other factors, the company tries to identify the employee requirements and expectations (Jones, 2011). The individual development programs are designed mainly based on these expectations of the employees and apart from that, the workplace relationships are also developed depending on these requirements and expectations. 
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Figure 1: Hierarchy of needs (Ham, 2014)
1. Physiological: As the name suggests, the physiological needs are mainly biological without the help of which a human being cannot survive at all. For example, the needs that lie at the very basic level of the needs of a human being such as the need for food, shelter, sex, sleep, etc. are considered to be the physiological needs. These are the expectations that a human being generates automatically from his or her birth and must be fulfilled by the profession they are in. The French Table fulfils these requirements and expectations based on these physiological needs. The organisation gets benefits in the sense that the employees work better for the company in exchange for their fulfilment of these physiological needs by it.
2. Safety: After the expectations and requirements possessed from the physiological needs have been identified, the company must focus on the safety needs that include job security, security in the society, feeling of safety in the community, etc. The employees are motivated by the safety needs that have been mentioned only after the primary needs under the umbrella of physiological needs have been met (Grand, 2015). The French Table ensures that most of the work is done by full-time employees and there are only few tasks that are outsourced by the company by the part-time employees. So, the employees get a feeling of safety that directly arises from the job safety provided by the company. Thus the company has been able to reduce its employee turnover rate by more than 60% just because the employees feel safer in the company than in the other companies in the market.
3. Social: The social needs come from the surrounding in the sense that it includes factors like affection from the people of the surroundings, intimate relationships with friends, love, and belongingness. The company can ensure that these requirements are being fulfilled by making working groups in the company and creating a good working environment. Thus the company will be benefitted as the workers will perform better when they get a homelike environment in the company.
4. Esteem: The esteem needs to lie on the top level of the hierarchy and includes factors that come from factors like dignity, achievement, independence, respect from the others, etc. When the person is done with all the basic needs, he or she generally looks for more and expects that the persons in the group and out the group will show respect towards them (Glickman, 2013). The French Table restaurant has a well-designed hierarchy in the company and provides them with better promotional opportunities. Thus the employees get to higher and respected positions meeting their esteem needs and performing better for the company.
5. Self-actualization: This remains at the highest peak of the need hierarchy and is related to the things human being wants mostly in the later ages of life. Persons generally don’t get to this stage without some exceptional cases as it is the highest peak from where an individual can feel that he or she is capable of doing everything (Bratton and Gold, 2018). This requirement is not generally satisfiable by the company itself rather the individual needs to focus more on their growth. All the companies can do is helping them and get benefits like improved performance and dedication as benefits.

[bookmark: _Toc25528779]Strategies undertaken for employees’ career development at The French Table: It is not that simple for a company that it will just recruit the employees and will be getting benefits from them (Valentine et al., 2011). The company must also think about the career development of its employees. The company follows the following things when developing the career of the individual employees.
1. Advertising and seeking applications: The process of managing human resource management begins with the identification of the number of resources or the number of employees needed to serve the company. Then the company publishes advertisements and seeks applications from potential candidates.
2. Assessment and investigation: After the required number of employees have been recruited by the company, this stage begins. In this stage the human resource management department of The French Table makes assessment and investigation into the capabilities and skills of the employees and then assigns tasks to them based on those skills and then takes different steps to improve those skills and identifies exactly where the employees will best fit in (The French Table, 2019). 
3. Preparation: This stage is considered to be the most crucial as no employee enter the company with all the required set of skills and capabilities. They are not always prepared to serve the market and face different conditions that arise in the market from time to time. In this stage, to make the employees be prepared for facing the market, The French Table arranges different employee improvement programs on a regular basis to improve their skills and capabilities (Sias, 2016). From this stage, the company starts getting benefits from workplace relationship management. 
4. Exploring and demonstrating competence: after different programs for the development of the employees have been undertaken, the company goes for exploring their achieved qualities by swapping them to different job positions. If the employees don’t perform at the expected level, then extended development programs are arranged for them by the company.
5. Retention: It is the last stage that corresponds with the safety needs that have been identified in the requirement and expectations stage (Noe, Hollenbeck and Gerhart, 2015). The French Table retains the employees who perform up to the expectation level and takes necessary steps regarding the rest of the employees either by firing them or by giving them more opportunities to improve.
[bookmark: _Toc25528780]Ways of managing the career of the individuals at The French Table: Along with the steps related to the career development programs of the employees by the company, it also takes necessary steps to manage the career of individuals at the company. The steps are described in the following points.
1. Management by the tops: Employees at the top management of the company are the ones who excel at certain jobs especially at which they have been assigned to on a regular basis. So, these people must be conscious of the development of workplace relationships at the company (Mondy and Martocchio, 2016). They should take steps regarding the career development of the individuals.
2. Setting performance expectations: It is not possible to identify the right career paths for the right employees if their current performances are not measured. The top management of the company thus sets a different expected performance level for different sets of employees and then measures them with the yardsticks.
3. Identifying career paths: When the performances of the employees have been measured, then the top management of the company can identify the right career paths for the employees (Harrison, R., 2015). The top management assigns the individuals into different departments and groups to which they will best fit in.
4. Asking about their own plans: The best thing about a company like The French Table which has a good workplace relationship is that the employees can express their all types of view. The top management of the company gives the employees opportunities for sharing their views about their own career plans which makes things easier for the company to choose the right career paths.
5. Honesty: This is the thing that must be maintained when expressing ideas with one another, the top management and the lower-level employees. When the employees are sharing the views about their career plans they must be honest and the top management must also be honest when giving opinions about the development of individuals’ careers at the company (Jones, 2011).

[bookmark: _Toc25528781]Performance evaluation of the individuals at The French Table: Performance management is the process through which a company or the top management of the company measures and develops the performance of the groups or individuals (Ham, 2014). When the organisation is well organised, then the performance of the individuals can easily be measured. If the performances of the individuals are well measured then they can have a thorough idea about their performance level. When they will have idea about their performances then they will be more careful about improving their skills and abilities and perform better for the company. This will also benefit the company as the employees will be more dedicated to work for the company. A company that can measure the performances of the individuals very efficiently remains at advantage over the other companies and that what is happening with The French Table. The company is well aware of the performance of the employees and take different measures to improve their performance and thus is getting the best out of them. 



[bookmark: _Toc25528782]Organisational structure maintained by The French Table for ensuring a better workplace relationships: The organisational structure of a company refers to its hierarchy which shows different positions from the top management (Grand, 2015). The organisation must be handy in maintaining the hierarchy so that employees at all the positions are given the opportunity of performing to their best. In the following, the organisational structure of The French Table has been shown. The company is mainly controlled by the two CEOs who are responsible for managing production and marketing. As the company is medium in size these two CEOs also maintain the other small activities of the company. Under the two CEOs, there are two managers who manage lower-level employees. This ensures a good workplace relationship and better performance from the employees.
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Figure 2: Organisational structure of The French Table (Glickman, 2013)



[bookmark: _Toc25528783]Evaluating the Development Vehicles for the individual employees Adopted by The French Table:
So far in this report, it has been discussed how the requirements and expectations of the individuals are formed and based on which factors. The company’s different career management paths and strategies have also been discussed along with the development strategies. But all of these development programs or strategies must be accompanied by some tools or vehicles to be properly applied. In the following, a list of such vehicles has been discussed along with the ways they are applied in the company.
[bookmark: _Toc25528784]Strategies and tools for performance appraisal and supervision: Performance appraisal can be defined as the process supported by the group or individual supervision which helps the managers to determine the level of performance of the individuals and then try to develop taking different steps (Bratton and Gold, 2018). The French Table restaurant has different performance appraisal and supervision tools or vehicles as described in the following points. The company follows both traditional and modern methods of performance appraisal and supervision.
1. Individual/Group supervision: Supervision comes first before the appraisal of the performance because it is required in all the stages including the stage before appraising the performance of the employees when the appraisal is undergoing and the stage when feedbacks based on the performance of the employees are given. This is also an indirect appraisal technique used by the company.
2. Rating scales: This is one of the most popular and simplest performance appraisal method used by the companies on a frequently, The French Table uses this scale based on four main criteria such as dependability, output, attendance and cooperation which are numerically rated based on requirement of the company (The French Table, 2019). The scale contains a rating of excellent to poor based on which the performance on different criteria of the employees are rated.
3. Confidential report: This type of traditional appraisal method is not generally used by the companies in the present business companies. But The French Table uses this method in the years when the employees show very poor performance compared to the standard (Valentine et al., 2011). This report also includes a different criterion that has been mentioned in the rating scale method. An individual from the top management is then assigned to make report on the employees based on the set criterion.
4. Ranking method: This is another simple tool used by the company to appraise the performance of the individuals. In this method, the employees are simply ranked using scale from best to worst based on their performance. For this reason, the activities of the employees are observed with due care.
5. Paired comparison method: This one is also a traditional method that is linked to the ranking method with the same traits or criterion. The only difference of this method from the raking method is that here the score of the employee is compared with that of the other employees and thus the employees can see how they are performing compared to others in the company (Sias, 2016).
6. Human resource accounting: It is the most popular modern method of appraising the performance of an employee by The French Table. In this method, the performance of the employees is measured by comparing the costs that the company incurs for that particular employee and the contributions that the particular employee generates for the company.

[bookmark: _Toc25528785]The ways The French Table ensures fair and objective appraisal: The vehicles or tools available for appraising the performance of the individuals have been discussed in the above section of this report. But only applying the appraising tools in the company and giving feedbacks aren’t quite enough for ensuring the most efficiency (Noe, Hollenbeck and Gerhart, 2015). To ensure efficiency, the top management of The French Field uses the following factors.
1. Relating purposes with outcomes: When the company undertakes some appraisal and feedback giving activities, it has certain purposes such as finding the performance gaps, taking steps to fill them, etc. But the company must make sure that these purposes are being related to the outcomes that come after the whole process. This will ensure that the techniques are giving the best to the appraisal of the company as they will be modifies based on the outcomes.
2. Building performance metrics: The company should make sure that before using any tools for appraising the performance of the employees, it has built a well-designed performance metrics that have numerical values (Sias, 2016). It is for the reason that the employees might feel that the managers are being biased in appraising. These metrics with numerical values will remove that biasness and the employees will be surer of their performances.
3. Verifying: The company uses different types of performance appraisal techniques at different times based on the demand of the condition (Carr, C., 2014). But it should make sure that the appraising made by different parties are being verified. Otherwise it will lose faith among the employees.
4. Balanced criticism: The criticism which is positive in this case must not be biased to any certain groups or individuals. Again, the criticism must not be imbalanced or attacking the top management which is responsible for making the appraisal must make sure that the criticism is well balanced. 
5. Regular and honest feedbacks: Feedbacks are generally given on the basis of measurement of the performance. But it should be made sure that the feedbacks are being given to the employees on a regular basis so that the employees can improve their performances on continuous basis. The feedbacks should also be honest as the employees will not rely on them if they are not honest enough.
[bookmark: _Toc25528786]Strategies adopted by the company for maintaining individual feedbacks properly: All the things related to the appraisal of performance and providing feedbacks have been discussed. But the feedbacks may sometimes get wrong with the individuals to whom the feedbacks are given because of the ways of giving (Noe, Hollenbeck and Gerhart, 2015). The human resource department of the company has been given the following instructions regarding the maintenance proper feedbacks.
1. Reducing judgment: As the appraisals that are being made by the company are undertaken by individuals, it may include judgments to a great extent which will surely violate the purposes of the company (Mondy and Martocchio, 2016). So, the company must make sure that the feedbacks are not being judgmental when providing them with individuals. But one thing to be considered here is that judgment may be sued in some cases where proper numerical data is not available but that judgment must not be biased.
2. Creating positivity: The appraisal and feedbacks saw as something negative by the employees. This notion among the employees must be removed. The employees must not feel that the feedbacks that are given to them are something negative. This van is possible by properly communicating with the employees and then telling them the ways by which they can improve themselves.
3. Customising the communication methods: The feedbacks formulated using the appraisals made by the top management is provided to the employees using different communication channels (Armstrong, M., 2012). But these communication channels are not the best ones for the company in each situation. So, to ensure that the best is coming out of this feedback, the company must customise its communication channel based on the demands of the situation.
4. Establishing credibility: The best workplace relationships can be made only when there is credibility among the employees and the company. So, The French Field must make sure that it is being credited to the employees. This is possible when the feedbacks given to the employees are reliable from time to time.

[bookmark: _Toc25528787]The importance of confidentiality when reporting performance appraisal: The reporting methods that the company uses for giving performance appraisal feedbacks both to the top management and the employees have been discussed. Here confidentiality is a very important thing to be considered for different reasons. First of all, the performance level of the employees must not be revealed to third parties outside the organisation. It may violate the competitive edge opportunities of the company (Jones, 2011). Secondly, the employees that have not performed well in a particular period may feel ashamed of his or her performance feedback if other employees get to know the score. Thus the employees might lose motivation for working for the companies and the employee turnover rate of the company might increase. This will increase the operating costs of the company and reduce the profit margin. 



[bookmark: _Toc25528788]The learning styles available to the company: It has been mentioned that the employees don’t come to the organisation with all the required skill sets and abilities. These things are learned by them from the company and from the market within the passage of time. The company can make things easier for the employees by arranging some learning programs for them (Grand, 2015). The French Field restaurant follows two types of learning styles for the employees as shown in the following points.
1. Visual presentation: The main method of learning style adopted by the company to train the employees is the visual representation method. The top executives make a PowerPoint presentation to show the employees different things and thus make them more capable of serving the company (Ham, 2014). Whenever any new things come into being that might include the interest of the company, the top management presents it to the lower-level employees to make them aware.
2. Physical learning: The other method of learning available to the company to train the employees are different physical learning methods such as workshops, different seminars, etc. Attending these programs, the employees can learn directly from taking part in these programs. They are more reliable and effective than the Visual presentation method.

[bookmark: _Toc25528789]Mechanisms available to the company for providing appropriate feedback to the employees: The feedbacks can be provided to the employees in different ways using different tools and techniques but all are not appropriate enough for the employees of The French Field (Armstrong, M., 2012). The company follows the following mechanisms to make feedback providing methods more appropriate.
1. Going anonymous: When the employees are given feedbacks, this may create a huge problem especially regarding the communication from the side of the employees. When the company creates an anonymous platform for giving feedback to the employees, then they feel free to share responses from their sides.
2. Fostering trust: As the company has adopted a two-way feedback method, fostering trust between the top management and the employees to whom the feedbacks are given is a must (Maund, L., 2016). Otherwise the employees will not feel free to share their counter feedbacks and again the feedback given by the company will not also be reliable.
3. Building the two-way system: When feedbacks are given in such a way that the employees don’t have the scope of sharing their ideas, then situation might get worse. So, the company has built a two-way feedback system through which the employees can also share their views on how the company might help them in developing themselves.

[bookmark: _Toc25528790]Career development strategies for the employees including sustainability: All types of companies have different development programs for their employees including The French Field. But when sustainability is considered, things get more complex. The company follows the following career development strategies for its employees.
1. Taking a personal interest: The best way to help the employees to develop their careers at the company is to meet them on a regular basis to find out the problems and providing solutions (Harrison, R. 2015). When the top managers will be able to make the employees aware of the opportunities available to them regarding their career development, they will feel the urge to performing better for the company.
2. Rotating employee roles: When the employees of the company get the opportunity of working at different job positions, sustainable development can be ensured. They will learn practically how to manage different job positions. Again, the company will have more potential employees who are able to work in different positions.
3. Encouraging mentoring: The employees who are at the very top level of the company generally know the market better than the ones who work at the low level (Carr, C. 2014). They must mentor the lower-level employees on their career and other things related to the market condition to ensure sustainable development.
4. Maintaining work-life balance: This is the most crucial issue in the 21st century when considering the sustainable development of a company’s workforce. All the employees want that there remains a balance between their personal life and their work life. Especially female employees generally switch jobs when they don’t find such opportunities. So, the company must make sure that the employees are given the opportunity of maintaining a balance between work life and personal life.
[bookmark: _Toc25528791]Developing the Plan to Meet Identified Development Needs and Expectations of the Employees: 
It has been made clear that the company always wants to develop the employees in terms of their skills and abilities to perform their tasks. The more attention the company will give to these issues, the more it will get from the human resources (Armstrong, M., 2012). Again, it will help the company in building a dedicated and more effective workforce. In the following, some skills and development needs of the employees of The French Field have been identified along with other issues. 



	What are my development 
Objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	The target date for achieving my objectives
	The actual date of achieving my  objectives

	The employees have to work on a lot of skills including different hard and soft skills as follows (Glickman, 2013).
· Communicate skills
· Teamwork
· Adaptability
· Problem-solving skills
· Time management

	Here the employees must focus on teamwork ability and time management skills first. The French Field restaurant is a medium company and has only a few employees, it must ensure proper teamwork to serve the best. Again, the employees must increase their time management skills to be more efficient in serving the customers.
	To increase these skills like communication, problem-solving skills, the employees must be given training and different courses, to increase the teamwork, time management, and problem-solving skills, the employees must be able to learn to deal with their activities properly.
	The employees need different types of supports from the company such as the learning materials, seminars, and workshops, etc. 
	Within two months from the date of the plan made. 
	By 25th of January, 2019.

	The hard skills include:
Technical skills, managing of accounts more effectively
	Here both the skills that have been mentioned should get priority 
	The employees must take training on these skills such as taking training on computer programming, and software.
	The employees should be given time and resources like computers, access to accounting department, etc.
	Within two months from the date of the plan.
	By the 25th of January, 2019

	Review Date: As most of the training will be given within two months period, the appraisal will be made after three months. The employees will be able to review their performance level by February next month.
	





[bookmark: _Toc25528792]Conclusion
When a company becomes aware of the factors that must be improved regarding the employees, it is sure to succeed (Bratton and Gold, 2018). It is because when the employees are properly trained and have the proper set of skills, they are more likely to perform better for the company. Again, when these employees get the proper opportunities of getting all types of training, then they are more likely to stay longer with the company. This is what has happened to The French Field restaurant as the company has taken all the steps necessary to develop the individuals sustainably. The company will get larger share in the market if the stream continues.
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