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		Developing Relationships and Workplace Achievements

	Economy which is based on knowledge being able to get access to information is a crucial fuel which pushes forward any company, business and the whole economy. In this times it might be more challenging to work smarter than harder because success is not always guaranteed. We are still developing ourselves, by attending to more difficult actions that require from us more knowledge and attitude to perform better.  This is a very good information for us because self-development, no matter how old we are, is motivating, inspiring us and allows us to simply enjoy our work and efforts that we put into it.  With so many rapid changes and constant need to improve, ability to adapt to change is mandatory for businesses, and it is possible for them by setting individual strategy, a plan allowing to absorb impacts of predicted situations and also allowing to overcome difficulties that were unpredicted. But also they are using coordination mechanism called organisations culture. It allows companies effectively get involved by human resources, and helps to lure new talents to cooperation, then helping them to develop. That allows to relieve energy and attitude to work and helps create innovations. What is important, for each individual company this culture is unique so it is hard for different companies to copy their ideas and paste them to their program.  This is why it is one of the bases of competition for businesses. Today in workplaces we can meet all 4 generations of people, from after-war  baby-boomers through generations X, Y and even Z.  Differences between all four are very easy to notice especially if speaking about expectation from older generations to management, they are loyal and showing high level of performance when younger generations mostly if speaking about work they are thinking about self-development and enjoying the most of their youth. Older generations aren’t usually hoping for any relations in the workplaces when young ones are hoping to meet more and more interesting people not just outside of work. Sometimes it happens that younger generations have difficulties with their lack of social competencies. Managing of those talents should be involving all of this age groups. Companies that will open themselves not only for young people will allow experienced older people to profit them in competitive race against other companies. It is very important, especially now when many young people deciding not to enter into a “work hunting” world.  To make elder people more attractive on labour market they need to be more open for self-development. So their old habits should be pushed away to encounter change and self-improvement.  Soon it will be easily spotted that, this skill is mandatory for every employee. With improvement of technology and going forward full automation and involving AI into work places, higher qualifications will be more precious than gold. In interesting way speaks about it Ms. Amy Edmondson a professor of Harvard Business School, she points at to be in a sphere of learning people need to feel safe in a team (both from management side and also co-workers) but also being ready to experiment and make mistakes. On the other side it depends on putting trust into workers which can be noted by assigning them to more difficult tasks. Only by achieving balance between mental comfort and being ambitious allows for us to self-improvement and achieving a partnership between employee and employer gives us a chance to use full potential of creativity of the employee.  First attempts to sort out problematics of part of the sphere of Modern Day Development of Human resources was made in United States in 60’s of previous century. Meanwhile was started a discussion about creation of area of practice and testing of training adults to work. Precursor of this action was L. Nadler – professor of Washington University. His definition about strictly adults behavioural change in work have shown basic sketch of new subject.L. Nadler claimed that development of human resources is a group organised actions that have place in designated time and place which targets to change human habits. 
 At beginning of 80’s interest of creators of this movement started to evolve in direction of using qualification trainings and people education to improve effectiveness of organisations (like proposition from Jones McLagan). From that moment bigger emphasis was put on topic of the market theme in the approach to define the tasks of newly created field. In economic studies many of theorise propositions showing new trends of management: Human Resources, Talents and Human Capital. It need to be marked that evolution of them was based on changes in economy – so it was mostly responsible for fulfilling needs of companies in the matter of increasing effectiveness of people in companies. 
Suggested analysis was made by supporting it with review of typical activities that were blended into companies lives in early 50’s of 20th century until beginning of 21st century. Because of complication criteria we can separate three different types of systems: simple, difficult and very difficult or complicated.
           Simple systems are made of small amount of elements related to each other in easy to describe way. More complicated systems are still connected in simple ways but there is more common point that making connection and can be easily described. Very complicated systems are completely different. Because of its specification they are very hard or even impossible to describe. In theory of systems it is also noted that some of the objectives may be slightly changed or sometimes they can be completely different from the original ones. 
In general theory of systems, we can separate four classes of systems.  Depending on their reaction: 
· Preservative systems (automatic) always reacting in the same way on certain situations (entrance stance) and differently on new situations. 
· Systems that are heading to designated targets- they can change work patterns and decide which one of known solution can be used to one situations, leading to reach common targets.
· Intentionally working systems- Heading to bundle of targets with a common feature. But they cannot change targets on they own but will try to achieve it in any possible way. 
Deliberately working systems- able not only to achieve targets in many ways but also can modify and change targets.  Creators of theory of organisation and management (involved to classic trend) were treating organisation as a system working intentionally. The aim was set, role of organizers and management was to find the most effective ways to achieve targets. Reality have shown that this approach was not very fair. To survive rapid and random changes in environment, organisations had to not only modify their targets but also completely change them. We can find many examples of this in history. Many companies when faced difficulties changed their way of being upside down which sometimes led them to end of their existence. 
In this moment we should ask ourselves a question. How we can describe then management system?  This definition is not really defined on the ground of economy and is also not the topic of interest as a separate, specialised subject of the research. While in studies on management often we can meet with terms like management systems and systems of organisation management. For a crucial element of this definitions, authors agree on management factors are relevant to object that is being managed.
In organisations and management theory often we meet with domination of organisations culture. We meet here usually with two descriptions High and Low culture. It is describing values of organisations and standards of rational actions. When speaking about global organisation culture we need to speak about three common values:
· Material- advanced technology, creating of goods and actions needed to satisfy material needs. 
· Social – focusing on great people connection 
· Symbolic- spiritual needs, organisation needs

If we look closer on culture to find problems of theory of organizations and businesses, we can notice that importance of culture was appreciated in early 80’s. Even if researches on the cultures were made earlier they was not officially named. Definition of organisation culture was created in 1951 and became a topic of more advanced studies after publication of A. Jaques about manufacture in England. Jaques defined culture as traditional way of thinking and actions of members of organisation. All the changes have been introduced to old members and new employees of the company. A.Jaques noted that organisations culture was showing itself in some form of schemacitism of actions taken on a day to day activities, which created a pattern of work made by old workers. And that pattern was somehow absorbed by newly hired people. In beggining of 40’s of 20th Century E.Mayo(American sociologist from Harvard University) also noted about this situation a fact that people that were awarded by employer for a great performance were working better, not thinking about income. Because they was not thinking about money they would earn they could put more effort to work. E.Mayo also noted creation of informal groups of people within organisation that were one of main factors in boosting productivity. Culture is creating in groups of people characterised by certain pattern of actions and habits in the workplace.
P.Blau, American sociologist from 20th century was studying on creating of this groups and observing all factors that were involved in this long processes. At the end 40’s 20th Century there was created a research centre in Harvard by J.Schumpeter. In 50’s was created conception of Organizational Development finding source of development of organisation in organisation culture. R.M. Keesing anthropologist and culture researcher proved that organisation culture is a style of life which helps employees’ community adapt and improve. Many great researchers have been spending their lives on  studying this topic and that is just few of them : L. Morgan, L. Smircich, C. Bass, T.E. Deal i A.A. Kennedy, P.J. Frost, D. Kliman, T. Peters, R. Waterman, E. Schein and more.
Amazon had a problems with setting stable performance in past. Old sets categorised employees for three types: productivity, rewarding employees who promote themselves, penaliazing employees who are less motivated 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. This is why Amazon had to start to re-work its scheme. 
Fundamental changes have been made in last decade od 20th centrury making its traditional model of organisation expired. 
4 most important changes they made:
1. Appearance of the new competition model in which style of organisation influence companies character 
2. Moving to society based on knowledge and creating of intelligent business
3. Creating cooperation between companies that currently works as business constellations; those ecosystems of companies that fights for resources and customers with other business constellations are as strong as their weakest link, and existence of those should change way of managers thinking about a competitiveness and strengths of competition.
4. Development of worldwide internet and its deep influence on businesses development in e-business, easy access to customers and contractors, but it have to be mentioned that this base was not very stable as there was no earlier examples to follow and Amazon had to create its own way to survive
Slides Amazon trying to implement programme 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 fulfilment centres 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.”
Organisation that are aiming to become smart businesses need to constantly learn about their advantages and disadvantages and need to keep on improving themselves to be better and not vanish in the ocean of new growing businesses that emerges now like mushrooms after a rain. They need to face the following driving forces:
1.Less people to work
2.Earlier mistakes.
3.Need of the change of old organisation cultures.
4.Will to focus on more on people; employees and customers. 
5. Improvement of team image.
6. Need of perfection.
7. Will to more active experimentation.
8. Increasing speed of changes.
9. Competition pressure.
Amo theory suggests That there are three independent work system components that shape employee characteristic contribute to the success of organisation. Let’s quickly check that three points with Amazon. 
Every buisness kind to claim the title of a smart organisation need to go through 3 stage process of development awareness in organisation:
	1st is Adaptation- here, organisation need to constantly adapt its behaviours and procedures, and changing them as the answer for any predictions about its enviroment.
Yes, Amazon Looking for most talented and future progressed employee in recruitment process.

2nd is Motivation – here, organisation is aiming to stay on the same income and input level to not receive any losses. At this stage all of the income goes to the self-development. 
Amazon got a mixed wage, perks and financial and non-financial support and offer trainings

3rd is Obstacles – here, organisations create habits and processes which helps to fulfil basic task and being able to carry actions required in emergency situations like putting down fire and first aid help. 
This is why Amazon have for example OKR system.

Psycho-sociologist drift in organisations and management was formed because of researches on actions and behaviours of employees, firstly in small economic organisations and then it has speeded even into the military. The being of attempt to the topic of this research was about that people behaviours are being analysed in the matter of checking direct reactions on external factors.
Abraham Maslows’ model of 5 needs of human have disseminated in literature and until today, thanks to its clarity, is taken as mandatory model in many leading companies. Maslow was saying that every human is following his basic needs to be filled in scheme of hierarchy from the most important and the most basic needs(from the lowest tier) to the less important (from higher tier).


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.
   The other company like TESCO is in European standards. Actual situation is characteristic for a big change. Modern day managers they have to not only manage witch regular changes due to modern technology improvement and worldwide competitors but also they need to adapt to social, economic and politic changes in the world. 
Social changes-  very important movements based on constantly changing age of European people. Smaller percentage of births and bigger percentage of retiring people. In year 2000 about 15% of West Europe were over 65 years old or older and now in 2020 this percentage is equal 20%. Another change touches topic of women. Amount of working women is increasing because of their financial needs. Now to maintain a decent level of maintenance two monthly incomes are just about enough.
Changing order- In European management we need to work out new rules and experiences by creating communities of companies. We can predict that in the matter of up to 50 years there will be companies with headquarters on every continent. That will allow them to “conquer” Earth and get customers from around the globe. 
Worldwide Competition- European managers’ claims that there are two mandatory circumstances that will allow companies to win in never ending competition:
-Customers and quality on the 1st place
-Correlating the understanding of the world with global strategies. 




CONCLUSSION 
Summarizing all of the analyses that have been included in this work I can say that:
1.Every of tested individuals have different organisation culture which speaks in aims, values and behaviours and skills of their members. A culture of the facility is resembled by a family like atmosphere, trust and loyalty. In a bigger group there are people with long history of cooperation. Very important are integration meetings. Collectivism and femininity prevail in the attitude. Culture of a kindergarten leads good climate and caring. Personnel focuses on the highest quality and modern work methods. 
Workers from analysed facilities in positive way can describe organisations culture, but also easily can note its bad sides like lack of communication and work organisation. Self-development is also very important skill. An example for this can be work on model 70/20/10 created in the middle of 90’s by Centre of Creative Development in United States. The base of this model is reduction of importance of traditional ways of learning like practice schools on behalf of learning by apprenticeships. Authors claims that it is crucial for learning effectiveness, a previous life experiences, practicing and exchange of experience in work environment. In their opinion learning by doing is 70% of a success, 20% by learning from the others and 10% by formalized trainings. Very important from perspective of teaching programs is looking at gaining knowledge just like at experience of employee – only then we will build solutions that are engaging involved users. It is also important to use new learning solution like micro-learning, which means getting small doses of knowledge at once available at all times at all devices allowing for monitoring of our progress and sometimes even for personalizing educational content.
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