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Lead Effective Workplace Relationships
1.1
           The approach of planned outcomes can never be successfully achieved at One Dental without the proper consideration of cultural and social environmental prospects. These particular aspects influence work relationships in many different forms. The influence of work relationship can be observed in both positive and negative domains. Existence of negative culture in  organisation is one suitable example that hinders the paradigm of achieving organisational outcomes (Ragins, Cotton, & Miller, 2000). Workers start feeling undervalued that eventually negatively impact their performance level. On the other hand, the creation of positive social environment motivates all the shareholders to timely communicate important information with each other. Development of open and flexible work environment is another example that indicates the prevailing association between planned outcomes and the functioning of the organisation (Evans & Davis, 2005). The management needs to develop a trustworthy relationship with the workers to ensure the proper acquisition of potential business objectives.
1.2
           Encouraging confidence and trust are the basic practical tools to ensure the proper development of the working team. The role of the team manager is critical to attain and sustain positive working relationship within the context of team development. There are diverse techniques that can be used by the team manager to encourage a positive relationship with all the team members (O’Daniel & Rosenstein, 2008). Adoption of most suitable communication features is one integral technique to provide the necessary confidence to all team members. Interpersonal style of the team manager also plays a critical role when it comes to conveying actual organisational objectives to all the workers (Leonard, Graham, & Bonacum, 2004). Networking is defined as another critical technique in case of team development. The phenomenon of networking makes it easy for professionals to closely learn about the actual operations in the case of One Dental.
1.3	
           Diversity is one prominent aspect in the case of One Dental that encourages dental nurse manager to adopt different methods to communicate important information with different stakeholders effectively and efficiently. The manager needs to select a specific method of communication according to the actual need of a certain stakeholder. Reporting is one suitable method of communication as the opportunity for the manager to illustrate the overall work performance to the relevant stakeholders (Keller, 2009). The manager needs to produce performance reports regularly to determine strong and weak performance areas.
           Conducting meetings is another significant method of communication that ensures the better domains of face-to-face communication with the employees. The manager needs to conduct regular meetings with all the workers to identify their potential capacities and concerns relevant to their specific work tasks. Body language is another critical technique or perspective in case of assuring suitable form of communication according to the actual requirements of the targeted stakeholders (Fishbein & Cappella, 2006). Management techniques can never be considered complete without the adoption of appropriate body language by the manager.
1.4
           The practical paradigm of managing workplace relationships is closely linked with legislation and organisational policies. Both the domains of legislation and organisational policies play their role as the practical framework to ensure the desired performance level (Ernst Kossek, Lewis, & Hammer, 2010). It is also crucial for the nurse manager in One Dental to develop particular organisational environment according to the perspectives of legislation and organisational policies. The main aim of this form of consideration is to provide necessary protection to all the workers at their workplace. In Australia, management of different organisations set comprehensive organisational policies according to the legal framework established in the country. The core aim of this consideration is to align the anticipated work behaviour of workers with organisational objectives. In other words, these legal policies and legislations can be recognised as the roadmap for both management and the workers. The significant impact of legislation and organisational policies in the workplace setting at One Dental can be explored through the example of the development of the national system. The Fair Work Act 2009 defines the consideration of practical organisational approach to eliminate the problems of discrimination and unfairness (Norton, Zacher, & Ashkanasy, 2014). This specific legislative perspective makes it essential for the management of One Dental to protect the employment rights of all the workers without any biasedness. Proper consideration of occupational health and protection of employees is another example of a legislative standard for the One Dental organization. The organisation's management needs to develop a disciplinary action plan to provide necessary safety to the workers.
1.5
           It is critical for a Dental Nurse Manager to adopt the systematic procedure of problem-solving method to ensure suitable solutions to various organisational problems (Van Aken & Berends, 2018). The process of problem-solving approach comprised of the following crucial phases:
1.     Identification of the actual problem
2.     Consideration of interest of every stakeholder
3.     Find out possible solutions to the existing problem
4.     Assessment of all possible solutions
5.     Selection of most appropriate option (Kilduff, Mehra, & Dunn, 2011)
6.     Proper documentation of every detail of the solution
7.     Monitoring of solution according to the changing requirements
1.6
[bookmark: _GoBack]           The workplace is one of the critical realities of the organisational setting that needs to be effectively addressed as early as possible. The manager needs to adopt the most accurate method to resolve the concern of workplace conflict (Afzalur Rahim, 2002). Embracing conflict is one significant method to propose better solutions to the prevailing conflict in the organisational setting. Building strong communication channels is another critical practical tool to avoid the future complications of the feature of organisational conflict (Alper, Tjosvold, & Law, 2000). Exploration of the root cause of the conflict is another feasible approach to offer better solutions to the growing concern of organisational conflict.
1.7
           Adoption of immediate actions to resolve the issue of poor workers’ performance is one suitable method to avoid the complications of this particular problem (Behn, 2003). A detailed conversation with a poor performing employee is another viable practical measure to address the problem of poor performance in an organisational setting. Proper follow-up is another significant option for the manager to eliminate the chance of poor performance by the employee in future settings (Adams, 2004).  


1.8
           Work relationships are one complex phenomenon that is associated with relevant aspects of consideration. It is one core responsibility of the manager to explore new paradigms to improve the approach of work relationship by developing a close association between workers and the higher management of the organisation (Aryee, Budhwar, & Chen, 2002). This specific objective is also existing in the case of One Dental. It is critical for the dental nurse manager to adopt new dynamic measures to minimize the risk of different organisational concerns and achieve the target of high organisational performance. It is critical for the manager to adopt the most suitable method to improve the prospect of a working relationship. Continuous improvement is a vital step to guarantee the successful implications of different organisational objectives and goals. Communication is the key feature of consideration for the manager to achieve an improved form of the working relationship. The management needs to take necessary measures to improve the approach of work relationship by developing a close association with all the stakeholders.
           Conducting regular staff meetings is the mandatory practical measure to attain better domains of proper monitoring and evaluation of new approaches. The strategy of regular meetings with employees ultimately makes it helpful for the manager to identify particular areas that require necessary attention. The feature of active conversation also provides the necessary confidence to the workers to illustrate their concerns to the management and find out suitable solutions collectively. Attainment of timely feedback from the stakeholders is another way to examine the overall improvement in the context of the working relationship (Ollier-Malaterre, 2010). This particular approach guides management to figure out the actual problematic aspect and deal the concerns by developing common grounds in case of organisational goals and workers’ performance level.
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