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[bookmark: _Toc8119661]Introduction.
[bookmark: _GoBack]People are certainly social beings. They yearn for positive relations and friendships. Positive working relationships among colleagues tend to make work more interesting and enjoyable. Rather than spending time and resources trying to overcome the teething troubles commonly related to poor employee interactions, organisation administrators should focus more on the opportunities that build and enhance existing relationships for them to realise positive results.
It is also of importance that organisations try to maintain good working relations with other stake holders within their business sectors such as customers and suppliers. This report also discusses the various stratagems of employee development and performance management with the intent of creating good employer-employee relations. The various motivational and appraisal processes have been analysed with their rewards detailed in the report. Good working environments and relations are key factors that have a huge impact on the performance of employees and prospects of the organisation accomplishing its objectives and intents.
[bookmark: _Toc8119662]Good work relationships
There is a wide range of features that make up a positive and healthy working relationship (Hershatter, and Epstein, 2010. p.211). They include:
Trust- trust is the basis of all positive relations (Dutton, and Ragins, 2017). Employees who trust their colleagues will customarily form a strong bond that aids their performance and effective communiqué (Dutton, and Ragins, 2017). Colleagues who trust each other are usually more open and honest in terms of what they do and think of each other. As such, they focus more on the task at hand.
Mutual respect- employees who tend to respect and hold their colleagues in high esteem will more often than not value each other’s opinions and ideas (Dutton, and Ragins, 2017). For instance, they are able to find the best solutions to their problems and challenges at work founded on collective understandings. This is usually a result of teamwork.
Welcoming diversity- colleagues and individuals with positive associations not only accept varied people and sentiments, but also welcome them to the team (Dutton, and Ragins, 2017). For example, when managers who welcome diversity are able to make the best decisions because they take time to listen and consider their colleagues dissimilar insights before making their final decisions.
Communication- at every place of work or business communication is a vital aspect of the relationships that exist (Dutton, and Ragins, 2017). Whether face to face communication or written communications such as memos, letters and e-mails, effective open communication aids in the development of the relationship. It is also important that all communication be honest.
Building good work relationships
Despite the fact the workers should try to have good relationships with everyone at their places of work, there are typically relationships that demand special attention (Dutton, and Ragins, 2017). For example employees who build good relationships with important stakeholders are likely to benefit more. These include the relationships with the people who facilitate the provision of services and products to clients (Dutton, and Ragins, 2017).  Such bonds help maintain high performance and quality work that meets the customers desires.
A stakeholder’s analysis is important in identifying the relationships that demand special attention work since one can create a list of people associated with the immediate work one does thus makes it easier to devote more time to developing these relationships (Dutton, and Ragins, 2017). 
Factors to consider when building work relations
There are various aspects that need consideration when building a good work relationship (Hershatter, and Epstein, 2010. p.214). They include;
Developing people skills- to establish good relationships one must first enhance various soft skills such as teamwork, communication, and conflict resolution (Hershatter, and Epstein, 2010. p.214). This can be achieved through undertaking a personal SWOT analysis to help recognise the areas to focus on.
Recognising ones relationship needs- identifying and understanding both one’s needs and the associates’ needs is very instrumental in building relationships (Hershatter, and Epstein, 2010. p.214). For instance, customer modelling plays a very significant role in understanding the customer’s desires, their importance and how much you satisfy their needs. As such businesses that use this tool are able to enhance their customer relations.
Setting up time to build relationships- employees should dedicate some of their time during the day to improve their relationships (Hershatter, and Epstein, 2010. p.216). This is customarily a few minutes of the day. For instance, this time could be used to reply to people texts and mails or even coffee breaks with colleagues. Such small exchanges and interactions go a long way in building relationship especially when they are face to face
Managing boundaries-it is imperative that employees be assertive on relationship boundaries for them to be able to maintain positive work relationships (Hershatter, and Epstein, 2010. p.216). This aids in the reduction of time wasting hence more effective and efficient teams at work.
The expectations and requirements of people at work
Both the organisation and its employees have important accountabilities to each other. These responsibilities and expectations are normally related to various areas ranging from health and safety, the terms of employment, equality in terms of opportunities and salaries and wages. Most of these expectations are protected by the laws of the state (Gibbs, Steel, and Kuiper, 2011). 
Employees are required to read and understand the terms and conditions of employment that are given to them by their employers (Noe, et.al, 2017). These terms include their appointment and reporting dates, their roles and duties, who they report to, salaries and wages and other benefits that they are entitled to (Noe, et.al, 2017). 
Employees also expect to receive equal opportunities, remuneration, and similar working environments for undertaking similar work (Noe, et.al, 2017). Furthermore, they expect their bosses and colleagues nit to discriminate them based on gender, sexual orientation, race and disability.
Employers expect their employees to carry out their work effectively, professionally and diligently (Noe, et.al, 2017). They also expect their workers to work in a way that regards both their health, their well-being and that of their colleagues. Both companies and their personnel are expected to meet the legal requirements for various aspects of their undertakings such as health and safety (Gibbs, Steel, and Kuiper, 2011. p.378).  
To make certain that both the companies and their employees deliver on what is expected of them, the employer-employee relationship must have an effective communication skills and stratagems. These relationships take place at two levels, that is; individual relationships and collective relationships (Noe, et.al, 2017).
[bookmark: _Toc8119663]Managing career development of people
A career can be described as one’s profession that has been undertaken for a noteworthy period of time throughout an individual’s lifetime and has more prospects to progress (Daley. 2012, p.121).
Career development and management can be viewed and understood from two different perspectives; the organisation’s viewpoint that involve succession preparation and the individual standpoint that encompasses career planning (Daley. 2012. p. 123).
Succession planning
 This entails recognising and developing prospect leaders to take over from the old or current leaders when they leave or get pensioned off from the organisation (Sharma, Chrisman, and Chua. 2003). Organisations that practice succession planning often use it to select and prepare recruits to fill the important positions of the company as soon as there is an opening (Littlejohn, and Watson. 2004). Succession planning entails identifying the possible successors, undertaking a job analysis of important role within the organisation, determining performance gaps through employee appraisal training and developing the employees, advancement through career ladder (Sharma, Chrisman, and Chua. 2003).
Career stages
There are customarily four long-standing but important stages of an individual’s career (Drucker. 2012). These are: the apprentice stage, colleague stage, mentor and sponsor.
Apprentice- these are individuals or prospects tasked with the limited to watching and learning, and performing the simple routines at a workplace (Drucker. 2012). An apprentice is usually under a lot of supervision (Littlejohn, and Watson. 2004).
Colleague- they are professionals with enough know-how and self-assurance to take on complex responsibilities (Drucker. 2012). They are able to perform and produce consistent quality results both effectively and collectively with negligible supervision (Low, and Bordia. 2011).
Mentors- these are persons who contribute further than their immediate roles and responsibilities. Mentors more often than not volunteer to support the development of their colleagues and apprentices (Drucker. 2012). This is due to their vast knowledge and experience on the business inner workings and practices, and their interactions with other work and project teams (Littlejohn, and Watson. 2004).
Sponsors- they are visionaries who not only identify and design business stratagems, but also oversee their implementation by the business managers (Low, and Bordia. 2011). However, sponsors do not necessarily hold senior positions in an organisation, but are the think tanks of the organisation who represent the organisation’s values (Drucker. 2012)
Career development
Career development is customarily a lifetime process of work and learning management with the intent of moving towards an individually determined occupational future (Patton, and McMahon. 2014).
Choosing a career
 A person’s career choice is dependent on the individual’s life objectives and ambitions, social background, abilities, personality, interests and self-identity (Low, and Bordia. 2011).  
The employees of a company tend to have diverse occupational personalities. Understanding how to manage and interact with such employees can be the key to healthy and rewarding relationship amongst colleagues (Low, and Bordia. 2011). These personality variations can be grouped using the Holland’s model of occupational personality    
[bookmark: _Toc8119664]Holland’s model of occupational personality 
Deciding on a career that fits your character goes a long way in making certain that you end up with a good and satisfying job.  Holland’s model is paramount to an individual’s chances of identifying the best and most fitting career. The model comprises of six personality types: realistic, investigative, artistic, social, enterprising, and conventional (Nauta. 2010, p.11). 
When employees who share personality work together, they often end up creating a working environment the suits their personality (Nauta. 2010, p.11). For instance artistic individuals working together often develop relationship bonds that lead to the development of artistic work environments where ingenuity in regards to rational and behaviour is often rewarded 
It is important that people choose careers that that will allow them to maximise on their expertise and abilities and also express their ideals and approaches (Nauta. 2010, p.11). 
Most of the successful employees are those that choose to work in careers and environments that match their personalities (Nauta. 2010, p.11)
For one to benefit from Holland’s model they must;
· Ensure that they use precise measures of Holland’s personality types supported by a  published study
· They must also use a list of occupations precisely allocated to the exact character
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[bookmark: _Toc8119665]Managing organisational socialisation
Management of socialisation stratagems at a workplace can be implemented at at both individual and organisational levels (King, and Grace. 2012).
[bookmark: _Toc8119666]Individual stratagems-They entail doing an exhaustive study on the organisation and the job before making a decision on whether or not to take the job (Clarke. 2008). This ensures that one has the required skills and abilities to deliver on the employer prospects. Another strategy would be working longer hours.  This is important in ensuring that one gets up to speed with the current tasks and familiarise himself with the new employees.
[bookmark: _Toc8119667]Organisational stratagems- examples of strategies at organisation level may include employers offering pertinent job training to both new and prospective employees to ensure that they learn and understand their work faster (Clarke. 2008). Companies can also avail realistic job previews to prospective employees to help them ascertain whether they are a good fit to the organisation or not.
[bookmark: _Toc8119668]Training and development
Corporate Training is a systematic process that an organisation’s personnel use to acquire the essential knowledge and skills (Elnaga, and Imran. 2013. p. 137). This is achieved through both hands-on activities and teachings that lead to better business performance.
 Training and development is usually carried out after recognising the performance gaps in an organisation (Elnaga, and Imran. 2013. p. 141). These gaps are identified through conducting an internal needs evaluation for various reasons such as employee obsolescence, career plateaus, and employee turnover.
[bookmark: _Toc8119669]Importance of training
They include:
· Helping maintain a high quality product or service that guarantees customer satisfaction (Batool, and Batool. 2012)
· Providing new employees with the necessary skills and information for high performance at work
· Training existing employees on the changes and advancements made in job technologies, cultures, and computerisation (Batool, and Batool. 2012)
· Improving the employee’s communication skills and relations hence better team work.
Training ensures that the organisation’s workers learn new skills that can be beneficial and applicable to their jobs. There are five key principles of learning. They include; participation, repetition, relevance, transference and feedback.
[bookmark: _Toc8119670]A systematic training approach
An all-inclusive training course consist of methodical development of a range of proficiencies and facilitating the development of the knowledge abilities and attitudes necessary for an employee’s performance (Noe, et.al, 2017).
There are various key aspects that should be considered for an effective training. These entail identifying; the information and activities they must know before they can embark on a job, and the things they should know that will enhance their performance (Noe, et.al, 2017) 
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There are various stages of employee’s job training;
Understanding business aims and intents-   the framework begins with a recognising the organisation’s objectives and the stratagems in place to make certain that these goals are accomplished (Russ-Eft, and Preskill. 2009). 
Analysing the needs training needs- at this stage the desired competencies are evaluated against the existing job expertise to determine the gaps (Russ-Eft, and Preskill. 2009). The purpose of this phase is to analyse the discrepancy between what workers are doing and their capabilities.
Determining the intents of the learning programme- this involves the formulation of a training and development plan. The financial permutations are also assessed and to help conduct a comprehensive development programme (Noe, et.al, 2017). At this stage, the various aspects that the employees are able to learn are listed together with details on how they will be able to implement their new knowledge and skills at work.
Designing Training strategy- this stage is important as a number of possible alternatives are compared to ensure that the employees benefit the most from the training (Noe, et.al, 2017).  The stage involves designing the programme modules, and designing the training methodologies.
Implementation- during this stage, the instructor considers the best and most suitable training method to make the most of the learning experience and divulge value (Noe, et.al, 2017). The training methodologies may vary from experience sharing, on the job and off the job training, deliberation and experimental or practical training (Russ-Eft, and Preskill. 2009).
Evaluation of the training- this is the most significant phase of a systematic approach as it appraises the effectiveness of the training course and the employees hence advises the appropriate corrective measures where there are still gaps (Noe, et.al, 2017).
[bookmark: _Toc8119671]Performance management
Performance management is an unceasing process of recognising assessing and evolving the performance of individual employees and teams thus making certain that the performance of the personnel is in line with the organisations strategic goals (Noe, et.al, 2017).
[bookmark: _Toc8119672]Differences between performance management and performance appraisal
	Performance Management 
	Performance Appraisal

	Evaluates business strategies.
	Evaluates the employee’s strengths and weaknesses.

	Determined by line managers.
	Determined by human resource

	Continuous feedback.
	Lacks continuous feedback



[bookmark: _Toc8119673]Importance of performance management
The significance of performance management ranges from its contributions to managers, organisation and employees (Noe, et.al, 2017). They include;
· Contributions to the managers (Gruman, and Saks. 2011)
· Managers are able better understand their subordinates.
· There is an effective and efficient differentiation of the best and poor performers
· Enhances employee competence
· Communicates the supervisors opinions on performance in a better way 
· Contributions to the employees (Gruman, and Saks. 2011)
· Performance management clarifies what the job is about and the success criteria
· Enhances employee motivation to perform
· Improves the workers self-esteem
· Encourages personal professional development
· Contribution to the organisation (Gruman, and Saks. 2011)
· Clarifies the objectives of the organisation
· Facilitates organisational changes
· Leads to more fair and suitable management actions
· Protects the organisation from lawsuits
[bookmark: _Toc8119674]Purpose of performance management systems
The purpose of a Performance Management system is to offer the establishment prudently investigated information (Shields, et.al. 2015). This make sure they make the most fitting choices on a number of aspects of the business’s systems ranging from managerial, tactical, informational, developmental, organisational upkeep to documentation.
There are several essential rudiments of performance supervision. These are employee goal setting, coaching, recompenses and subjective development (Shields, et.al. 2015).
Coaching
Coaching can be described as a reciprocal discourse with the intents of refining staff performance and building positive relationships (Kim, et.al. 2013). The coaching process inspires employees to be accountable for their actions, advance their performance and aid in accomplishing the organisations goals.
Positive coaching methodologies are demand that the employees know and understand their roles and duties, the organisation practice participative management where workers can raise their sentiments and an active management approach (Gregory. and Levy. 2010. p. 113).
Importance of coaching
Coaching is meant to correct some of the ineffective tactics that administrators use to manage worker performance (Kim, et.al. 2013). For instance, there are circumstances where ineffective communication between employees and their superiors exist. In such cases, when there is a conflict, finding the best resolutions turn out to be problematic.  Coaching makes certain that conflicts are circumvented at work places and the top performers are not weighed down with work (Gregory. and Levy. 2010. p. 124).
Coaching to improve poor performance
Poor performance- are the established and precise deviations from the anticipated conduct and output at work (Kim, et.al. 2013). It is imperative that Poor performance is analysed and assessed against a definite standards that are clearly defined and agreed by both the administration and its personnel. There are two main types of performance standards; Absolute standard which is applied to all the business’s subsidiary staff and Relative standards that are appraised relative to the standards realised by contemporaries (Gregory. and Levy. 2010. p. 120).
Coaching analysis
This is a process of evaluating the range of aspects that contribute to certain levels of performance especially poor performance, and the appropriate measures to improve the performance levels (Gregory. and Levy. 2010. p. 119).
To maintain a good performance at work both employers must ensure that they try to reward exemplary performance and use different tactics such as setting performance targets, redesigning jobs, encouraging employee participation and job ownership (Kim, et.al. 2013).
Effective coaching
Effective coaching is reliant on two major skills. These are communication and interpersonal skills (Gregory. and Levy. 2010. p. 118).
Communication skills -These can be subdivided into written, oral and listening skills
Interpersonal abilities- these are soft skills encompassing respect for colleagues, being objective, scheduling, reliability, and trust. 
In summary, for there to be effective coaching in an organisation;
· Employee should actively participate in discussions.
· They should assist the organisation in setting up both individual and collective targets
· Supervisors must understand their subordinates roles and responsibilities
· Coaches must support training processes
Compensation and Benefits
Compensation and benefits are some of the motivating factors that help in improving the performance of employees. It is imperative that organisations conduct pay surveys to find out the type and amount of compensation that their competitors offer their workers.
[bookmark: _Toc8119675]Management of employees
Employees are the most important part of a business process. Managers are entrusted to manage the business resources which include human resources (Noe, et.al, 2017). As such, for there to be an effective management of employees, managers must understand people. There are several factors that have an impact on employee management. These are;
Consistency- all employees have to be treated in an equal measure without any form of discrimination (Noe, et.al, 2017).
Respect- the variances in the different employee’s skills and knowledge should be respected
Inclusion- all of the organisation employees and team members are important and should be involved in the organisation activities. They should also have their sentiments and ideas considered where possible (Noe, et.al, 2017).
Honesty- managers should try as much as possible to be honest with the employees about the current state of affairs and work.
Selecting personnel
Team selection is a crucial aspect of project management. Administrators should gather enough information before selection. Such information can be acquired from the candidates through interviews and recommendations and opinion of the candidate’s former colleagues.
Employee motivation
Motivation of workers is an important tool in ensuring work place success and high performance. There are dissimilar types of motivations based on the human hierarchy of needs. These are psychological needs, safety needs social needs and esteem needs (Herzberg. 2008).
Managing groups
Most of the modern jobs require a lot of teamwork. The interactions among the team members are the most important contributing factors of how the group will perform (Noe, et.al, 2017). There are various factors that affect the performance of a team. These include the team’s composition, cohesiveness, communication, and organisation (Noe, et.al, 2017). 
While in some organisations employees create informal groups that lack a firm operational structure. Most of the established organisations have hierarchical structure where large projects are divided into smaller units that are handled by different groups or departments.
Informal groups
These are groups that act in one piece and come into agreement on the decisions that have an impact on the existing systems (Noe, et.al, 2017). Group leaders of informal groups are not mandated to allocate work but act as the external interface of the group. However, work is deliberated by the members and tasks allocated based on expertise. This is customarily an effective approach for teams with competent members who are highly experienced.
[bookmark: _Toc8119676]Working environments
Working environments can be both physical and psychological. However, good work environments must consider both the physical and psychological aspects of the environment such as comfort, privacy, health and safety considerations (Clements-Croome. 2006).
[bookmark: _Toc8119677]Conclusion
Workplace relationships and employee development play an important role in the success of any organisation. The administrations of these businesses especially the human resource department managers must work on the appropriate methods of ensuring that they create a conducive and healthy work place relations and environment. There are several measures analysed in this report that will help ensure these organisations succeed in building positive relationships and developing their employee’s careers. Such measures include but not limited to managing the expectations and needs of people, managing career development processes for employees, setting up structures within the organisation and techniques of appraising, communique’ and rewarding employees. The report also discusses the importance of managers and supervisors having good soft skills that can help them manage people and their performance at work hence create a friendly and successful working environment
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