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Executive Summary

The purpose of this report is to analyze the importance of work relations as a way to boost organizational performance and achievements. Over the years organization management has been a very crucial issue. This report gives reasons and examples in which the organization operations can be achieved maximumly swiftly and efficiently.
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Introduction

Personal relations in the workplace are very critical and a critical issue in everyone’s life. Having a great relationship with both the bosses and colleagues  is very necessary because it enhances work performance which also boosts the output of the organization. Everyone must ensure that their work relations in an organization are very healthy. This can be done by avoiding actions and behavior that can damage or irritate the people around. Some of the reasons one should ensure that they have a healthy interpersonal relationship at the workplace are; there is a better chance of promotion, one can also be considered in a pay rise and also have a work or performance satisfaction which boosts one’s output level. If one has a poor work relation, there are high chances of being demoted or even being sacked entirely from the organization. To avoid work frustrations, every individual should ensure that they have a healthy relationship with co-workers.
To improve on work relations, an individual can either choose to evaluate and identify challenges that the organization may be facing then offer solutions if any, accepting faults and mistakes is necessary, making sure you are polite and well-mannered while communicating with the people in the organization for this can earn you respect and enhance a better working environment, try to keep unnecessary comments and to ensure that you keep commitments and finally helping others to identify their strengths and weaknesses in the workplace (Luthans, 2008). These traits can be related to good leadership quality and can easily earn you a better work position as a team leader. A good working environment makes the worker more comfortable and therefore enhances workers production due to an enjoyable working environment. It also helps in the reduction of work stress and pressure which is common in most of the working organizations.
















Main Findings

On the reduction of work pressure, it helps in improving the workers level of confidence which allows in interpersonal relationships of colleagues. There are various ways in which an employer can help to boost the employee's relation which can also help to promote work achievements. One of them is providing IT training (Marsick, 2015). This is very important in almost all organizations in the current digitalized generation. Through this training, most of the work operations will be more comfortable and very efficient since most of the services will be done on an IT basis (Reiser, 2012). These operations include communicating online via text messages, Emails, and calls, effective way of information storage for retrieving in the future when required and a better idea of marketing the companies and products through online platforms (Melby-Lervåg, 2013). An effective way of providing training sessions is through knowing the professionals of workers their strengths and weaknesses, meeting the workers and engaging them in the training sessions, assessing the worker's capability and evaluate their performance (Schaufeli, 2009). 
Another way that a company can improve workers relations is through motivation and mentoring. At times employees need some motivation to improve on work performance.  Better working conditions and good relationships with co-workers can become prime motivation factors among the members of an organization. An organization can help on this by recognizing the strengths of its workers and appreciating them (Arnold, 2005). This can quickly boost the productivity of the organization. Mentoring can be done by encouraging workers and providing mental health services in the organization (Ellemers, 2004). Some of the workers may be facing a lot of challenges in the firms, but through mentoring, the burden of the workers can be reduced which can eventually help in work production. (Bakker, 2007)
Coaching is another effective way that can be used in improving workers relations. This is done through monitoring the performance of each worker evaluating their production rate and giving instructions on better ways to work. As an instructor one should ensure that they are less demanding and understanding to measure the performance level of the employee and boosting their strengths (Hamari, 2014).
Through a critical evaluation, the methods used to boost employees’ relationships, mentoring and motivations tend to be most important (Dominelli, 2017). The reason behind this is because through motivation the employees gain more interest in learning new projects and this can ease the task of training whereby most of them will have a slight knowledge on various things that might be very helpful in firm achievements. For the case of coaching, the process may be tedious if the employees are not interested in any of the new technicalities and thus of all the methods, motivation and mentoring seem to be the most effective method to use. Other than the organization trying to improve the worker's relationships, as a co-worker it is also necessary to help boost the relation of employees this can be done by involving co-workers in discussions that can increase their relation ability and appreciating others in case of better performance (Hakanen, 2008).
It is also essential to make sure that members of a workplace maintain a healthy relationship because it encourages cohesiveness of the team; this enhances better psychological growth, improves social relations and helps in personal support. Although some of this importance is hard to achieve them at optimal, most of the employees are advised to maintain a healthy relationship to work and produce some sufficient and maximum output (Guskey, 2009).
Companies have invented various ways that can be used to monitor their employees. These ways are creating a competitive workspace, identifying adverse effects that may be dragging the company behind and reorganizing and changing roles of employees to enhance good performance (National Research Council, 2013). A firm should take part in solving conflicts that may exist between the employees and provide better working instructions that employees should follow. For a company to achieve this competitive workspace, it should invent various rewards that employees could grab in case of good performance. This can help boost the competitive work rate of employees (Sullivan, 2017).  A company without rules and regulations is difficult to operate efficiently and thus it is very advisable for a company to restrain employees against breaking the company’s regulations (Werner, 2011). 
For a firm to have a maximum operation, it should have a realistic work plan and goals that should not be extremely difficult to achieve but ones that can show positive progress. It should also have some measurable results after a certain period. This will help in identifying the company’s faults and strengths. After determining the errors, the company will manage to invent some practical ways to improve. If the defects are found among the employees, the workers should be held accountable to avoid petty mistakes taking place in the company.
After a critical assessment of company operation, it is smooth and precise to identify loopholes that can offer better ideas needed in the company’s operations. At times holes are seen as failures in the companies, but that is not always the case. Some of the times they are meant to provide better working solutions that can significantly boost the company’s performance. An illustration of this is leather products manufacturing company, the company can start as shoes producing a firm, but due to some market faults, the company may choose to change our operations to bags and clothes production if the market is better. For this change, the company might nourish, and thus the first fault that happens can be termed as an idea that helps in opening up more ideas (Podsakoff, 2007).
In the case of a company identifying its worker's strengths, the management should ensure that they nurture all the fostering creativity.  This can improve the company on growth and eventually the company will have significant achievements in its operations. It is necessary for a company to hire workers with great ideas and general knowledge because such workers have good relationships traits in workplaces and thus the environment will be more conducive for smooth operations.
The benefits acquired from the assessment the company operations and performance is real because every working organization has a targeted goal towards improvement and growth. If the company is not monitored or assessed, there will be no way that the improvement rate is measured and therefore the benefits are not exaggerated. Assessment is essential for every organization since it helps the whole managerial team conduct positive changes to the company that also helps to know where an expansion of the company will be necessary (Maslach, 2017). 
Better performance is governed by various theories that apply in the methods of developing a better work relation (Arnold, 2005). For a case of motivation theory, several arguments apply (Moon, 2013). This includes the two-factor theory which Frederick Herzberg discusses the issue of motivation through questioning and come up with a definite but different conclusion. He suggested that questioning workers on what pleases them and what they disliked in a working space would help to know what challenges they faced and areas to improve on (Rosso, 2010). This method helped Herzberg conclude that the working conditions and environment matter a lot when it comes to performance and achievements. Herzberg later suggested that the factors that dissatisfy workers can be termed as hygiene factors because they play a crucial role in the performance of the company (Marmot, 2008). Some of these hygiene factors are company rules and regulations that every employee should adhere to, supervision of the type of operations being conducted by employees and their output, workspace conditions, salary levels that are fair according to the work performance, workers safety, and job security.
An example of this is the working environment during extreme weather conditions (Adams, 2008). It can be so demoralizing to work in icy situations and scorching temperatures (Maslach, 2008). This can even affect the performance of an individual, and for this reason, the company should improvise ways in which these situations are adjusted by either providing rooms’ heaters or cooling fans depending with the seasons. Improving work conditions can greatly boost workers performance (Furnham, 2012). However, motivators are very necessary for every working company. Things such as giving credit after a good performance, achievements increment on salary levels, promotions and increasing responsibilities are most essential in valuing any achievement in a running company.  (Armstrong, 2014)
The other theory on motivation is the acquired skills theory which David McClelland’s analyzed and offered meaningful information that was relatively supported. The theory states that a person gains three types of wants in his or her life experiences. These needs include accomplishment, good relationship with others and the ability to do something. It is everyone’s wish to gain something after good work. This is what accomplishment can be termed. David did a detailed assessment of every type of need and realized that individuals differ in various ways but have different strengths towards very work experience. He then noted that those who are interested in great achievements are mostly successful in almost every task they take. Then for the persons with good interpersonal relations are mostly accepted by most people and thus have better chances of work opportunities and are selected as team leaders. On the ability to do something, people have different ways and skills to perform a specific task. For example, two people can be given similar functions, but due to the distinct ability to do them, one is likely to provide a better result as compared to the other. Therefore, it is essential for employers to invent various methods to offer motivation to the workers to improve their work achievements through better individual outputs (Xanthopoulou, 2009).
On performance management, theories based on this model are not universally accepted, but are critically analyzed the theory of goal-setting and the theory of expectancy. Whereby the theory of goal setting states that a company goal is established by the performance of its workers and if the goal is not achieved, there will be a notable improvement or change which is then modified to a more sensible goal. This theory seems to be very realistic because this is what happens in the companies where a goal is set to monitor its performance and once achieved, the goal is modified. With this modification, there is evidence that there is a growth in the firm output level (Kadushin, 2014)
The expectancy theory on performance management relies on a hypothesis that people change their performance in an institution regarding the desired satisfaction of the targets set by the organization management. The individuals change their working habits in a way that they can achieve their targeted goals. The theory then concludes performance management is governed by the future goals expectations. 
On performance appraisal which is used to assess the performance rate of workers towards the growth of a company. An assessment can be viewed in terms of salary management and individual output. It can be measured depending on the worker's loyalty and dedication towards work. Performance appraisal helps to improve the performance of workers since it is a rewarding method that is used to encourage and motivate employees (Herzberg, 2008). Performance appraisals can be measured using these methods; a similar technique that is used to weigh the performance of different individuals in an organization, the relative technology is used to evaluate the quality of output by an individual, and this method has three different approaches. These are the paired comparisons method used to measure two individuals’ performance, and the ranking rater method is used to measure the performance of a team this helps significantly in reducing the mistakes that may occur in an organization thus reduces the risks of downfalls in the operations (Gable, 2012). Enforced distribution deals with a combination of both the ranking rater and the paired comparisons formats. On the perfect technique that entails some approaches that are the narrative method deals with the work performance and individual traits towards work. These techniques are the feature scales rate system which deals with a sequence of different behaviors that are required when it comes to performance appraisals. The critical incident method that identifies the positive and negative sides of a series of different traits and finally the behavioral rating scales that are used to measure the behavioral rate of workers and the last technique is the output-oriented method; this is a method that is used to measure the accomplishment and output of work produced within a specified period of time (Lerner, 2009) .
If workers rate of work output is influenced by performance appraisals, there must be a noticeable change when it comes to other workers who get the challenge of coworkers being rewarded for their excellent performance. Through this, the operations of an organization are likely to improve as the workers tend to compete for the small tokens awarded as appraisal rewards (Spencer, 2008). The workability of an individual can significantly improve the performance appraisal of an individual. For this reason, it can be essential if the organization considers different ways to reward and nurture good performing workers. 
According to the above-discussed theories, several potential benefits are related to the development methods of organizations. These benefits are continuous organization growth which helps to boost the expansion of the organizations. Better communication between employees and bosses is necessary to improve the relationships of co-workers’. In order to improve the working ability of less performing workers, employees growth which also boosts the organization growth, a rise in quality production of goods and services that also improve the worker's innovation and through the growth there will be an increase in the profit earned by the organization (Hawkins, 2017).                                          
    This development theory helps the general organization improve and these create better opportunities for other individuals. Most organizations are run on these theories which support them in fast growth and earn a lot of profits through massive production of quality goods and services which tend to sell at a higher rate thus making the organization well known and more reliable (Grant,2014). There are also some benefits that help individuals acquired from these theories. Some of them are the better acquisition of new skills, allows implementation of innovations, better working conditions that are in favor of the workers and improvement on salary levels (Lin, 2007). With all these benefits it will be effortless to accomplish the shared goal of the company that requires every person’s participation. The contribution of different individuals with a common understanding helps to gain a better purpose. Lack of good relationships will make the company fail, have unbalanced power control and lack of commitment among the members of the whole organization (Lipsky, 2010). 



Personal Development Plan

Name:	Friha Liaqat Nawaz							Date: 04/04/2019

Objectives
What do I want to be able to do
or do better?	Success criteria
How will I recognise success?
How will I review and measure my improvement?	Actions
What methods will I use to achieve my learning objectives?
	Implementation
How will I practise and apply what I learn?
 As a salon manager, I will help workers improve their work performance									 By measuring the amount of output	provided by hairdressers and other members of staff.		I will train employees  and mentor their performance and encourage workers who have good innovations.	As a manager, I will provide better opportunities for expansions and practice the knowledge acquired from the training sessions.
			Work on my managerial performance and skills						 	 I will evaluate the achievements of an organization by identifying faults and finding solutions to the problems found	To Take salon managerial training courses	I will mentor workers on better work performance
	I will create a better working environment by encouraging workers on good communication practices							If the worker's associates in a good way when it comes to business then work performance will improve and a better outcome for the business.	 I will encourage Performance appraisals whereby if the workers perform well; I will appreciate their hard work done	 As a manager, I will encourage team building which will help to boost the low performing waiters by increasing their self-confidence.
		 As a salon manager, I will help  in organizing the company’s operations				 As a salon manager, I will help  in organizing the company’s operations	 	 I will evaluate the worker's performance after restructuring the operation system of the organization.	Maintaining workers on their desired obligations depending on their performance will help boost the operations



 	As a salon manager will try and gain conflict management skills		Then I will create a conducive environment for workers and customers by avoiding and solving conflicts	 I will attend training that is related to acquiring skills on conflict resolutions	 I will then train workers on good relations and resolutions of conflicts that may arise



 	 I will also improve on working skills and performance achievement		Will is then ensuring that the company’s goals are accomplished.	I will practice salon management skills by training others.	 I will set targets and goals for the salon operators to boost the output.







Conclusion 

 It is tough to run an organization that has no goals, and it can also be tough for employees to perform at their best ability since there will be no level of measure of their performance and this makes it necessary for companies to adhere to the various rules that govern the company. The theories earlier discussed it is very easy for a company to develop in a very short duration. This reason, any developing company should be specific with its targeted goals that are well known by every member of the company. Emphasizing on hitting the target will also be necessary. In all institutions, there are many individuals with a different perspective towards work and achievement, and it is therefore imperative to know and understand every individual to make the working environment conducive for all the workers. 
 All sorts of barriers that could come along the way in a company it is also essential to try and solve them to reduce the chances of inadequate performance. Every member of an organization is therefore advised to know how to handle different types of individuals and understand the ways to achieve the company’s goals through relationship development.  
Evaluation is equally important in every company regardless of the size of the organization this is because as a company is started, there is always a common goal that is associated with its growth. Therefore, the managerial team of the company should conduct the company growth regularly to avoid huge losses in that may affect the company in a big way. On motivation, the company should also have an approach to appreciating and motivating its workers to encourage them to produce more quality goods and services and thus making them more innovative.
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Appendix

On various occasions work, relations have significantly boost work performance of many organizations. This study on work achievement and ways to improve them has been done by multiple people who have come up with a conclusion that for a company to have high output, it must have some health interpersonal relationships between its workers.
David McClelland’s analyzed and offered meaningful information that was relatively meant to support the motivation theory. He compared three needs that are necessary for human life which are an accomplishment, the need to achieve something and good relations. Some of the other works discussed in this report are the performance appraisal theory, the motivation theories and organization management towards better achievements.

In class presentations and seminar notes
Customer expectations and the changes its had that have affected Tesco and their need to train staff is because training is gaining of knowledge and skills in order for a person to carry out a specific task or job. By training employees there are many several ways to benefit from:
· It increases their sense of ownership in the business.
· They become more organised, productive and flexible  and are better able to meet the needs of internal and external customers.
· New skills and abilities in areas such as descison making can empower staff which makes them more effective.

Tescos employees work in a wide range of roles both store and non store functions such as:
· Customer assistants – this could be either on the shop floor directly assisting customers or preparing orders for customers who have ordered online.
· Department managaers – who are leading the role of mananaging the team of customer assistants.
· Warehouse employees – who help with catalogue, clothing and store orders.

Tesco recognises that increasing knowledge, improving skills and job satisfaction of employees are all vital to the continued growth of the company.
When recognition is expressed through efforts it is established that an employee’s work is valued. Employees respond to appreciation at work, even a simple thank you goes a long way. 
Here’s a few points stating how motivation of employees help a firm to achieve competitive advantage:
1) Productivity – Employees who engage with staff are more likely to be productive and work professionally to do a good job. It is things like being praised and rewarded that makes an employee work harder to receive such recognition.

2) Job satisfaction – Recognising an employee’s efforts shows that the job they’re doing is helpful to the business.


3) Employee happiness – working in a happy environment in a business can be positive when performing positively towards the company. Especially when working hard and earning the respect from the employer will make the employee do a good job in return and motivate their performance.

4) Team work – Rewards that involve team work are great for team spirit as there is encouragement for employees to see the positives in each other this includes teams who are connected well with each other to bring out the best in everyone.
Employees like to be engaged and take pride in their work if they are aware that their efforts have created an impact in the business no matter how big or small their contributions towards the business are, as long as they receive the recognition they feel valued. 

Kelly, D. (2018) Benefits of employee rewards and recognition [Online] https://www.crworldwide.com, Accessed date 16th February 2019.

Nelson, B. (2019) Why employee motivation is important (&how to improve it) [Online] https://inside.6q.io, Accessed date 16th February 2019.

Richard Hackman and Greg Oldham designed the job characteristics model based on the idea that a task itself is important to employee motivation. If a job is boring and lacks motivation it affects the performance and productivity of the employee. 
The hackman and Oldham theory states there are 5 core job characteristics
1) Skill variety
2) Task identity
3) Task significance 
4) Autonomy
5) Feedback


These 5 impact three critical psychological states which are experienced meaningfulness, experiences responsibility for outcomes and the knowledge of results.
The five core job characteristics can be combined to form a motivating score for a job, which can be used to see how likely a job will affect the employee’s attitudes and behaviour.
Hackman and Oldham’s theory suggests that high motivation  is related to experiencing three psychological states whilst working. 
 
Young, J. (2018) Heroes of Employee Engagement: No.8 Greg R. Oldham and J. Richard Hackman [Online] https://peakon.com/,  Accessed date 16th February 2019.

The slow Physio

The case study that I will be discussing today is an assistant physio In a rugby club and the doctor for the rugby team.
The doctor believes that the new physio assistant has been causing some concern, already he has been employed for 2 months the doctor feels that the physio assistant is very slow at his work and takes longer getting tasks done than other staff members. However, on the other hand the physio assistant believes that he is doing a great job and although he does take his time he ensures that the job is done correctly. Although the assistants probationary review is not for another month the assistant has been called to the managers office, to tackle this issue.
To prepare this meeting as the doctor the key points I would highlight would be:
· That the assistant is slow, explain you would not expect him to be as fast as other staff, he may take slightly longer than others but if he requires any extra support then that can be provided.
· Offer additional training and support such as pairing up and watching the job being done so you are able to pick up on skills and experience the way other members get things done.
· Advise the employee that there is always a back log of players waiting and the aim is to bring it down so when the employee is feeling too much pressure then to speak to a manager and notify them of how they are feeling, see if a reasonable target of work load is set that can be achieved.
According to Chris Davies (2019) Head of HR shared services at Travis Perkins, he states that “A good employer creates an environment where people want to come to work and engages them to give their best. 
As the assistant physio the points that need to be highlighted in this meeting would be:
· State that although this is your first physio job and have only been working 2 months you are really enjoying it and feel that this work ideally suits you.
· You like to spend time with customers as you prefer to help them find the correct fitness plan that suits them and explain this could take time as each customer is different.
· Mention the fact that you have heard other colleagues muttering about you but all you want to do is do the job correctly and the way to doing a good job is to take your time.
· Although targets are set some seem impossible to meet and the only way you can do that is cutting corners which is the incorrect way as that does not get the job done to the standard of work you can deliver.
According to Jeff Hayden (2012) “Great employees follow processes, Remarkable employees find ways to make those processes even better, not only because they are expected to, but because they just cant help it”.

Hayden,J. (2012) 8 Qualities of remarkable employees. [Online] https://www.inc.com, Accessed date 4th March 2019.
Davies, C. (2019) Money isn’t everything, so what makes a good employer? [Online] https://www.theguardian.com, Accessed date 5th March 2019.
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