Natalia Michalak
Brynach Heffernan 
Developing relationships and Workplace achievement (BMSW5102)
9/12/20


Developing relationships and Workplace achievement

         In a knowledge-based economy, access to data is the fuel that drives the development of companies, industries and entire economies. The challenge today is to work smarter, not always harder, because that does not guarantee success. We develop ourselves, engaging in new tasks that require constant improvement of skills. This is good news, because the development of competences - regardless of age - motivates, inspires and allows you to enjoy your work. However, in order to maintain the ability to develop, you must constantly take care of your own transformational resources: the ability to self-reflect, open to new experiences and valuable relationships. With such a high dynamics of changes and the need to constantly adapt the direction of the company's activities to them, in addition to the vision and strategy (which, moreover, are becoming more and more general, enabling "absorption" of activities that were not previously included in the strategy, but are a reaction to changes) - potentially extremely strong - the mechanism of coordination of activities, which is the organizational culture. It allows you to effectively engage the human resources at the company's disposal, attract talents and develop them, release energy to action and create innovation. Importantly, the company-specific organizational culture is very difficult to copy and therefore is one of the areas of building competitive advantages. Today, four generations meet in the workplace: from post-war baby boomers through generations X, Y to Z. The differences between generations are noticeable mainly in terms of expectations towards the employer and the leader, where the older generations present a work ethic and a high degree of loyalty, while the younger ones it is mainly associated with development and entertainment. Older generations locate important life relationships far beyond the workplace, while young people expect to make valuable contacts also in the company. It also happens that younger generations present deficits in social competences. Regardless of age, the source of a creative approach to tasks is constant development. Talent management should cover all age groups. Companies that change the approach to this area and appreciate the potential of professionally experienced people, not focusing only on young people, will generate an additional source of competitive advantages. It is especially important in the current reality, when the number of young people entering the labor market is decreasing. However, in order for older people to be as susceptible to development as those entering the market, it is necessary to abandon habits, dogmas and acquire new competences. In the near future, it will turn out to be crucial for all employees. As automation progresses, the implementation of artificial intelligence, creativity, adaptability, but also high interpersonal skills will be at a premium.
Amy Edmondson, a professor at Harvard Business School, presents it in an interesting way, pointing out that finding yourself in the development zone is conditioned by a sense of security in the team (both on the part of the boss and colleagues), openness to experimenting and making mistakes. On the other hand, it depends on the trust placed in the employee - his empowerment - which manifests itself in delegating ambitious tasks. Only achieving a balance between an ambitious challenge and psychological comfort in the team makes us develop, and achieving a partnership relationship with an employee (adult - adult) gives the opportunity to use his full potential of creativity.
the first attempts to organize the issues that are the area of ​​modern Human Resource Development were made in the United States in the late 1960s. At that time, a discussion was initiated on the newly created area of ​​practice and research focusing on training and development of adults in a work situation. The precursor of these activities was L. Nadler - a professor at the University of Washington. Its pioneering definition referring directly to the experience of adult education (behavioral change) outlined the basic framework of the new field. He recognized that Human Resource Development is a set of "organized activities taking place at a specific time, the purpose of which is to change human behavior" 1. In the early 1980s, the interest of the representatives of this trend began to evolve towards the use of training and development of people to increase the effectiveness of the organization (including Jones, McLagan's proposals). Since then, more and more emphasis has been placed on the market theme in the approach to defining the tasks of the newly created field. In economic sciences, a number of theoretical proposals have appeared, reflecting new trends in management: Human Resource Management, Talent Management, Human Capital Management. It should be emphasized that the evolution of HRD proceeded along with the changes occurring in the economy - thus it responded to the needs of enterprises in terms of increasing the effectiveness of people in the organization and organizational problems through training and development. The proposed analysis was conducted on the basis of a review of the characteristic training and development activities disseminated in enterprises from the early 1950s to the beginning of the 21st century.
         
           Due to the criterion of complexity, three types of systems can be distinguished - simple, complex and particularly complex. Simple systems consist of a small number of elements clearly related to each other, complex systems mean an elaborate structure with numerous and varied relationships that can be described. Systems that are particularly complex due to their specificity cannot be precisely described. In the theory of systems, attention is also paid to the possibility and necessity of modifying, and sometimes even completely changing, the goals of the organization.
In the general theory of systems, four classes of systems have been distinguished due to the manner of behavior15: perseverative systems (maintaining a remote state) - always reacting in the same way to a given event (input state) and differently to different events, systems aiming at a goal - able to choose a pattern behavior and react differently to the same event, systems behaving intentionally - aiming at a cluster of goals with a common feature. They cannot change goals, but they can strive to achieve them by choosing different means and methods of action, systems behaving deliberately - capable not only of achieving goals by different paths and from different starting points, but also for the goals themselves, which they can change or modify. The authors of the theory of organization and management (considered to be in the classical trend) treated the organization as a deliberately behaving system. The goal was given, the role of the organizers and managers was to search for the most effective ways of achieving it. The reality has shown that this approach is not entirely correct. In the face of turbulent changes in the environment, organizations in order to survive were faced with the need not only to modify their goals, but also to completely change them. Many such examples can also be found in the Polish economy, after the change of the economic and political system at the beginning of the nineties of the twentieth century. At this point, a question can be asked - how can a management system be defined then? This concept is not defined on the basis of economics, nor is it of interest as a separate, specialized and comprehensive subject of cognitive research. On the other hand, in the science of management, you can often meet such terms as: management system, management system, organization management system. The authors consider the key components of these concepts to be management factors focused around the principle of existence of a managed object, e.g. organization, or selected factors focused around a key variable - the management system by objectives.
In the theory of organization and management, the approach that evaluates cultures more often dominates. Here, expressions referring to the high or low culture of the organization are usually encountered, and by defining it as a system of values ​​and norms regarding the methods of rational operation - the organizational culture of the company is identified with the effectiveness of its organizational solutions used by Philips.
When talking about culture in a global perspective, we can distinguish its three categories:
 material - including technology, products and activities aimed at direct satisfaction of material needs,
 social - concerning human relations, connections between people,
 symbolic - including values ​​and signs, spiritual needs of a person, societies, organizations
Looking at culture in terms of the problems related to the theory of organization of enterprises, it can be noticed that the importance of the concept of culture began to be attached only at the beginning of the 1980s. Although research on the culture of organizations had been carried out much earlier, they were not called by this name.
The concept of organizational culture was born in 1951 and became the subject of research thanks to A. Jaques' publication about a factory in England. The researcher defined culture as the traditional way of thinking and acting of members of an organization, assimilated by them in the course of work, which must be learned and at least partially accepted by new members of the organization. He noticed that the company culture manifested itself in a certain pattern of performing the same activities and things. What gives rise to a custom, a tradition accepted by a specific group or its part. It also allows new employees to learn certain patterns that allow the organization to function well and develop. The phenomenon of organizational culture (in the early 1940s) was noticed by E. Mayo - an American sociologist, professor at Harvard University. He noted that when working, the most important factor in productivity is not payment, but the award and attention of the employee by the director. He also described the formation of informal groups in an organization, stating that it was them that influenced the group mentality and work culture. Culture is created in a community, characterized by common habits, regularity of performing specific activities and tasks. P. Blau is an American sociologist who lived in the 20th century, while studying the formation of formal and informal groups, also observed groups adopting certain rules of data as binding in advance, which was, in a way, part of a long process of acquiring culture. In the late 1940s, the Harvard J. Schumpeter Research Center was established. In the 1950s, the concept of Organizational Development was created, seeing culture as the source of the company's development. RM Keesing, an anthropologist and researcher of culture, argued that culture is a way of life that helps the community of workers to adapt and develop.7 Extensive research on organizational culture in the 1980s was conducted by eminent researchers, including: L. Morgan, L. Smircich, C. Bass, TE Deal and A.A. Kennedy, P.J. Frost, D. Kliman, T. Peters, R. Waterman, E. Schein et al.
Amazon had a problem with setting performance in past. Old sets categorized employees for three types: productivity, rewarding employees who promote themselves, penaliazing employees who are less adept at self-promotion or less willing to complain.
However CEO stop practicing these performance in companies finding this as unfair and starts adapting new methods for diversity of their employees related with time pressure to ethical and responsible.
Rather than rank and yank system Amazon helping them perform with new training called Pivot. Amazon HR focusing on improving using cloud base services retracing program that is aimed to provide struggling employees with lifeline before they decide to quit.That's why Amazon started working on a different structure in its activities.
The fundamental changes that began in the last decade of the twentieth century made the traditional model of economic activity less and less justified. The most important changes include 4:
• emergence of a new competition model in which the style of business influences the nature of the company
• transition to a knowledge-based society and the emergence of an intelligent enterprise;
• establishing cooperation between companies that currently function as business constellations; those ecosystems of companies that compete for resources and customers with other constellations are as strong as their weakest element, and their existence changes the way managers should think about competitiveness and the forces of competition;
• the development of the Internet and its profound impact on economic activity through the emergence of e-commerce and e-business - it is easy to prove that this innovation was the most destructive form of change, as there were no templates on which to learn; managers acted in the dark, some companies found their way, others failed.
Slides Amazon trying to implement program for new employees but On Amazon website can we find information with description for new HR Leaders.
“HR Leaders keep our employees in engaged and satisfied so that our fulfillment centers can you remind the most innovative and nimble on Earth. (...) So they are equipped to work the heart of Amazon and act as a business partners to line managers in all areas of the employing cycle. "

Organizations that strive to be intelligent organizations must, therefore, constantly learn and change. They are forced to do so by the following driving forces:
• fewer people to work,
• failures or previous restructuring,
• the need to change the company's culture,
• willingness to focus more on people: staff and customers,
 • improvement of the team image,
 • the need to improve quality,
• willingness to experiment more actively,
• increasing pace of change,
 • competitive pressure - the need to compete, survive and grow.
Amo theory suggests That there are three independent work system components that shape employee characteristic contribute to the success of organization. Let’s quickly check that three points with Amazon.In order for an enterprise to aspire to the name of a learning organization, it should undergo a three-stage process of awareness development in the organization:
• Adaptation - here the organization constantly adapts its habits and procedures, bends and changes them in response to trends and forecasts concerning its environment.
Yes, Amazon Looking for most talented and future progressed employee in recruitment process
• Motivation - here the organization strives both to maintain the current participation and contribution to its environment and to achieve benefits from it. At this stage, the organization takes full advantage of its intelligence for further development.
Amazon got a mixed wage, perks and financial and non-financial support and offer trainings
 • Obstacles - here the organization creates habits and processes that enable it to fulfill its core tasks and deal with problems in a 'fire-fighting' manner. At this stage, the organization focuses on fighting the emerging dangers by implementing appropriate procedures.
That’s why Amazon got for example OKR system
The psycho-sociological trend in organization and management was shaped as a result of research on employee behavior, conducted first in economic organizations, and then expanded and transferred the subject of interest to other organizations, including military ones. The essence of the approach to the subject of research of its representatives is that human behavior is analyzed in the context of direct responses to external stimuli.
Abraham Maslow, whose model of five groups of human needs became popular in literature and to this day, thanks to its transparency, is accepted as binding by many representatives of organizational psychology. Maslow believed that man acts in order to satisfy needs, grouped according to a specific hierarchy. At the same time, starting an action aimed at satisfying a higher '' need must be preceded by satisfying a lower-order need. Amazon got the system helping teams and individuals in stay innovative. System name Amazon's Andon Cord process. It is a term siding for the system that notifies management, maintenance and other workers of a quality or process problem.
For individuals and teams inside the fabric or Amazon warehouse is the way to communicate for send virtual andon to all people getting involved in chain of production particular product or batch of products with specific issues.
Another organization like Tesco fits into the European standards, the current situation is marked by profound changes. Modern managers not only have to cope with systematic changes caused by modern technologies and fierce competition on world markets, but also have to adapt to important social, economic and political changes taking place on our continent:
Social changes:
Profound and important social changes result from the aging of the population of Europeans. The declining birth rate has led to the fact that in 2000 15% of the population of Western Europe will be people aged 65 and over, and by 2020 - almost 20%. The second change concerns the role of women. The number of employed women is increasing, it results from financial needs. Two salaries are required to ensure a certain standard for the family, and employers appreciate the valuable work of women.
The changing order:
In European management, we have to develop new rules and experience creating communities of companies with different patterns. It can be predicted that in twenty, thirty or fifty years there will be multinational companies with one base in Stockholm, another in Italy and the third in England, which will allow the market to globalize. It will be a requirement of the new economic world order related to connected with the community of companies.
Worldwide competition:
 European e managers are distinguished by two conditions that companies must meet in order to cope with the competition of the global market:
- customers and quality first,
- correlating the understanding of the world with global strategies.
            Summarizing all the analyzes of research results made in this chapter, I can say that: 1. Each of the surveyed units has a different organizational culture, which is expressed in the assumptions, values, behaviors and characteristics of its members. The culture of the center is characterized by a family atmosphere and trust. Employees with long experience in the company predominate. Integration meetings are of great importance for employees. Collectivism and femininity prevail in the attitude. The culture of the kindergarten is characterized by a good atmosphere, care for the youngest and caring. The staff also focuses on the highest quality of services and modern working methods.
Employees of the analyzed units positively assess the culture of institutions, they are also able to see its shortcomings, e.g. in communication and work organization.
Self-development is also an important feature of constant development, an example of this can be the work with the 70/20/10 model, developed in the mid-90s by employees of the Center for Creative Development in the United States. The basis of this model is the reduction of the importance of traditional forms of education, e.g. training courses, workshops, for learning in everyday work. According to the authors, personal experience, practice and exchange of experiences in the work environment are of key importance for the effectiveness of teaching. In their opinion, learning in action is 70% of success, another 20% is learning from others, and formal training accounts for only 10% of success.
From the perspective of the effectiveness of development programs, it is extremely important to look at gaining knowledge as the experience of an employee - only then will we build solutions that engage users. It is also worth taking advantage of new solutions based on microlearning, i.e. providing knowledge in a nutshell, available anytime and anywhere (on any device), allowing for easy monitoring of progress and often even personalization of educational content.
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