Running head: BUSINESS                                                                                                         1                                      

BUSINESS                                                                                                                                  5

Business: Responding to Prompts of Scenarios in the case “A Year in the Life of a Manager”
Name
Institution
Business: Responding to Prompts of Scenarios in the case “A Year in the Life of a Manager”

Prompt 1
Factors that can affect an individual employee’s job performance entail organization culture, leadership, work environment and training. In the first case, the culture of an organization influences individual performance through the values and behaviors expressed by the leaders (Noe et al., 2014). In the case scenario provided, the ACE has a culture of collaboration and creativity in problem solving. With such practices in place, an employee’s performance is affected significantly. Leadership affects individual performance through the influence of leaders on their workforce.A dedicated leader impacts individual employees to work towards achieving specified goals (Noe et al., 2014). The work environment influences performance through creative requirements that motivate an individual to produce their best. Through training, an employee’s performance is impacted through development of skills. This way, one acquires essential skills that enhance good performance.
a).Julianne Martinez, Marketing Manager, ACE
Positive factors

Factors that might positively affect Julianne’s job satisfaction and commitment entail training and organization culture. In this case, as a marketing manager, Julianne is very enthusiastic and committed to her work. The first factor can be shaped through continuous education and skills provided to the employee for effective outcomes (Masa'deh, Obeidat & Tarhini, 2016). By doing so, the employee is influenced positively for maximum satisfaction and commitment to the ACE organization. Ultimately, the employee embraces the use of technology that is productive. The culture of the organization influences Julianne’s satisfaction and commitment through creative requirements in handling activities. This element is shaped through encouraging practices that emphasize on creativity in solving problems. By doing so, Julianne is influenced positively.
Negative factors

Negative factors affecting job satisfaction and organizational commitment entail lack of motivation and lack of participation. In the first case, Julianne’s performance is affected negatively in a case where the organization fails to recognize and reward good efforts. Failure to acknowledge and recognize good performance lowers commitment and enthusiasm regarding tasks (Masa'deh, Obeidat & Tarhini, 2016). Failure to include an employee’s participation in essential activities affects satisfaction and commitment negatively. This factor is evident because if the management fails to include an individual in important activities, the affected party ends up showing negative results.
Shaping factors as a manager
a).Negative factor 1- lack of motivation

As a manager, lack of motivation can be shaped through activities that aim at acknowledging good performance to increase satisfaction. The organization creates a system of rewards and incentives to an employee that shows significant progress (Masa'deh, Obeidat & Tarhini, 2016). This is shaped as a way of improving commitment and dedication in the workplace. By rewarding a good performer, positive outcomes are achieved. Through these ways, a manager shapes the negative factor.
Negative factor 2 – lack of employee participation

A manager can shape the factor of lack of participation by organizing activities that facilitate the input of an employee. The factor is shaped through the ideological exchange between an employer and a leader. In doing so, an employee works as a partner and not just a worker (Masa'deh, Obeidat & Tarhini, 2016). Through this move, an employee feels valued and appreciated in the organization. Ultimately, positive results are achieved.
b).Positive factor 1-Training
A manager shapes the factor of training through practices that build on individual skills. The organization strives to incorporate modern technology for effective outcomes. Therefore, technology is used to develop individual skills (Masa'deh, Obeidat & Tarhini, 2016). Activities that facilitate critical thinking can be conducted for effective outcomes. In doing so, the manager shapes the factor of training significantly.
Positive factor 2-Organization culture
The culture of an organization can be shaped by a manager through a continuous system of educating an employee. By embracing this practice, a manager shapes the factor in a critical way. By educating an employee effectively, much knowledge is gained for success (Masa'deh, Obeidat & Tarhini, 2016). The employee gains useful knowledge that influences individual skills positively. In the end, the organization achieves specified goals in a timely manner.
b).Rico Aconda, Marketing Assistant, ACE
Positive factors

Leadership and work environment are positive factors that might positively affect Rico’s job satisfaction and commitment comprise of leadership and the work environment. The element of leadership affects Rico positively because he is a competent and highly reliable employee. As a committed and reliable leader, an employee is influenced positively in the achievement of specified goals (Raziq & Maulabakhsh, 2015). A work environment that is conducive and comfortable to an employee enhances focus and commitment in the achievement of targets. The two factors are shaped through behavior and leadership qualities that cater for the welfare of an employee.
Negative factors

Laxity in management and lack of effective policies are negative factors that affect job satisfaction and organizational commitment in significant ways. A management system that fails to guide and educate an employee effectively affects satisfaction because an individual’s lacks the drive to perform well (Raziq & Maulabakhsh, 2015). The lack of effective policies regarding work affects satisfaction and commitment by encouraging laziness in an employee. Lack of strict rules makes an employee quite slow in completing tasks. Ultimately, a workforce remains dissatisfied with the organization.
Shaping factors as a manager

Negative factor 1-laxity in management

As a manager, one can shape the factor of laxity in management through the adoption of policies that aim at facilitating teamwork for better outcomes. As a leader, one shapes this factor by leading others through a good example. A hardworking and competent leader encourages hard work and commitment in an employee (Raziq & Maulabakhsh, 2015). Through these actions, one strives to produce the best services to an organization. In the end, success is gained.
Negative factor 2-lack of effective policies

As a leader, an individual can shape the factor of lack of effective policies by formulating strategies that aim at ensuring all goals are achieved in a timely manner. Having policies that encourage hard work creates a workforce that embraces good performance (Raziq & Maulabakhsh, 2015). As a leader, one strives to guide others by providing the best example. Such leaders establish good cultures within organizations.Ultimately, good results are realized.
Positive factor 1 –leadership
Leadership as a positive factor can be shaped through values and qualities embraced by a leader. A manager adopts values of honesty, integrity and commitment that shape behaviors within an organization (Liden et al., 2014). Qualities of hard work expressed by a leader shape this positive factor and propel employees positively. An individual works as they emulate a manager. In doing so, benefit is realized.
Positive factor 2-work environment
A leader can shape the work environment by creating friendly policies and conducive atmospheres for working. By doing so, an employee does the best to realize specified goals. Peaceful and friendly environments increase productivity and commitment (Raziq & Maulabakhsh, 2015). By having such atmospheres, an employee builds focus on allocated tasks. Through the method, the factor is shaped.
Plan

The individual plans for Rico and Julianne entail establishing an effective performance team and creating a proper communication channel respectively. In the first case, the goals related to Rico entail having a good progressive team and improved competence among the work colleagues. Two methods used to track the process entail weekly assessments and monthly monitoring of the stated goals (McEwan et al., 2017). Actions to be taken entail reward systems and motivation programs. For Julianne’s case, the goals set entail effective communication channels and team activities. Methods used entail weekly assessments and monthly evaluations. The actions to be taken entail gauging of performance and studying of outcomes after a specified period. By taking the specified actions, both Juliane and Rico will achieve their goals ultimately.
Prompt 2

Rico’s performance review
A performance review with Rico embraces competence based on the job and personal discipline as behaviors of high performance. The first is essential because it allows an employee having the required technical skills and knowledge to perform tasks related to the skills (Liden et al., 2014). The second factor is significant because it makes one to keep a schedule and remain organized. Low performance behaviors entail negative work attitudes and frequent absenteeism (McEwan et al., 2014). The two factors have negative implications because they decrease productivity and overall work performance. For improved performance, Rico can embrace changes in skills and commitment. Changes to personal performance entail positive work attitudes and policies that would impact Rico’s performance. The performance review handout on requirements can be given to Rico before conducting his performance review.
Julianne’s performance review

Julianne’s performance review entails honesty and effective communication kills as high performance behaviours.The two are significant because honesty enhances sharing information on the true reality while communication skills coordinate functions and information sharing across channels (Liden et al., 2014). Low performance behaviors entail lack of proper skills and laxity. The two impact one negatively by decreasing productivity and progress. Changes to be made by Juliane entail improving communication skills for better performance. Changes from a personal perspective comprise of good qualities that lead to better outcomes in performance. The performance review handout would be provided to Juliane before her performance review. Doing so increases awareness on what is to be expected.
Effective feedback to facilitate employee development

To prepare for the feedback, there is the need to create trustful and constructive relationships with the workforce. Doing so ensures that each employee feels comfortable with the feedback provided (Noe et al., 2014). Some resources that would be used entail business journals on effective performance in the workplace. The tone for the meeting would be set through discussions and conversations between both parties to get valid opinions from everyone (Noe et al., 2014). The strategies for each meeting entail early preparations and timing for effective outcomes. In the end, positive results are yielded.
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