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[bookmark: _Toc16970971]Introduction:
The primary aim of this assignment is to discuss the relation between workplace achievement and developing relationships between employees and their seniors. The entire assignment discusses every aspect of the topic though four main segments. The first segment of the assignment is about discussing the importance and benefits of developing the employees, the second segment discuss the expectations of the employees and the ways to meet them. the third segment of the assignment is dedicating to pinpointing the various ways employees can be developed while the fourth and the last segment discusses an effective plan to for the management to enhance their performance and linking it to the development of the employees. 
[bookmark: _Toc16970972]Task 1: Reason and benefits of developing the staffs at the workplace:
The progress of any organization small or large depends mostly on their workforce. Although, at present age artificial intelligence is slowly replacing human efforts, however, contribution of the individual talent cannot be ignored. It is due to this reason many organizations are showing vast interests in developing their current workforce. First of it is important to understand the fact that the overall quality of effort by any individual for their organizations depends mostly on their inherited attributes. As per (ANJORIN 2018, p. 18) it is only improving these attributes one can hope to improve their quality of productivity. For example, an individual might have a tremendous talent to provide unorthodox solution to any serious business issues however; they tend to lack the ability to retain their focus on the task. Hence, this fluctuating mindset can be issue for the higher management to handle. Today, large organizations are setting up major training seminars in order to develop their staffs. It is important to understand that this process needs to be well structured, but not well organized. It might sound confusing but it has been proven that following an unorganized way of training the workforce produces much better results.  It can be explained in many ways. The first drawback of an unorganized training system primarily assumes that all the employees of working under a corporate firm have an equal level of capacity and mental fortitude. Hence, in such training programs, only a handful of employees will be benefited. Another major drawback of an organized training program is that it only follows a crude logical pattern that leaves no room for individual contribution. The training program that is aimed at developing the individuals thus does not need to be organized; rather it should be well structured. This is due to the fact; it would allow the chaos of a real life business scenario and it would allow the higher management to truly develop the quality of their existing employees without compromising their natural behavior. Unfortunately, it is easier said than done. In fact, the leader of many renowned enterprises tends to make this crucial mistake in their training routine.  As a result, the outcomes of such programs do not provide a satisfactory result (Mbazor et al. 2018, p. 72).
Primary reasons and potential benefit of trying to enhance the employees of any enterprise is virtually identical. First of all, the biggest reason to achieve this mammoth task is to allow the employees to become more efficient in their respective job roles. In order to become more productive employees, the higher management needs to not only go through their academic careers or work experience, but also needs to assess their actual characteristics of their employees. Some of the employees due to their natural qualities have the ability to pull of work that would be difficult for others to comprehend. Only by analyzing the true nature of the employees, their inherited attributes can be enhanced. Another critical reason for developing the individual employees is to allow them to settle down and work harmoniously with the current organizational culture. (Banyongrakkul et al. 2018, p. 22) It is important to understand the fact that, if any employee has a difficult time to adjust with the current working environment, it can adversely affect their entire workforce in a negative manner. The higher management would have to spend extra resource to fill this void that would cost extra for the entire organization. In any organization, it is common to find a group of employees is working as a team trying to achieve a particular business goal. Setting up this team in an “official manner” cannot predict a successful outcome. The members of the team must learn to adjust with their co-members and discuss their issues and contribute equally for the team. This is another major reason to develop the individual employees of any organization. By developing a mindset that allows each of the member to understand and corporate with each other, makes the entire team highly efficient as each of the members are willing to cover the weakness of their co-members. Last but not least, the reason to develop the existing workforce is to make them better individuals both in their professions and in their personal lives as well. A well-developed individual will have the ability to balance both hence making them a highly useful resource for any organization.  
Many organizations tend to seek out for only the best candidates to be part of their organization. This is due to the fact; the current corporate world is extremely competitive in nature. Even slightest mistake can cause the unfortunate organizations suffer massive loss. Hence, it is critically important for the higher management to attempt to develop their employee’s personalities. As per (Motie et al. 2018, p. 04) there are a number of benefits in doing so. However, the biggest advantage of this activity will lead to optimal productivity and a better working condition. This would allow the organization to gain much better competitive advantage over their rivals. Such activities can also lead to a much better job satisfaction among the employees as well. It is also important to note that, a developed and well-trained workforce will always stand on a higher moral ground. Thus, such organizations can expect to earn a very high level of respect from their targeted audience and their alliances. A developed workforce will have a much better ability to understand and cope up with sudden changes in the business situation. Such sets of employees will not go through a panic attack instead would try to analyze the change and spot out even the smallest window of opportunity for their organization. In the modern business world, information is the most critical resource any origination can acquire. The set of information can cover a large number of aspects that would allow the corporate firm to do better business. A well-developed team of employees can be the best way to acquire this resource. A well-developed team of employees will also have the better ability to choose the right set of technical arsenal for their respective organization as well (Le 2018, p. 08).


[bookmark: _Toc16970973]Task 2: Managing the expectation of the employees:
Every employee has certain degree of expectations from their superiors. It is very easy to comment that most of these expectations revolve around financial benefits only; however, it is not entirely true. Some of the employees always look beyond simple financial gains. These expectations are mostly receiving gratitude for their hard efforts that no financial returns can fulfill. As per (Rana 2019, p. 250) the higher management needs to respect such expectations.  It is a known fact that apart from residential place, an employee tends to spend most of their duration at their office. Hence, if the work culture does not suit the employees or the higher officials constantly exposes the employees to high work load that is beyond the capacity of the employees to handle, it can severely lower their motivation levels and their productivity drops significantly. Before discussing the ways in which the higher officials can manage the expectations of their employees, it is important to understand some of the returns every employee expects from their profession. First of all, every employee expects that their profession would grant them a stable job security. It is needless to state that, if any employee feels that even after months of hard work, they fail to earn the basic financial returns that are required to meet the basic needs no individual would like to continue with their current profession or would like to resign from their current organization. Hence, financial security is topping the list of expectations of the employees. As per many experts one of the primary reasons that force an employee to quit their current job is unrealistic working hours. Although, job in many large corporations can be quite hectic however, as long they remain manageable and does not interferes frequently with the private life of an employee, most of the workforce can adjust accordingly. However, many organizations force their employees to remain way past working hour and that too without proper pay system. It is due to this reason, many employees go through serious health issues. In extreme cases, many of the employee’s faces trouble in their gross motor skills. Hence, an average employee expects that a flexible working hour that allows them to manage a good work life balance. Every employee expects that the working conditions at the work place are inclined towards being positive. However, in reality many a time, it is just the opposite. The higher officials have a biased approach towards their employees. Other employee even though follows a decent work ethics and is dedicated towards their job; they are neglected by their senior. Such behaviors are not expected by any employees and are considered one of the biggest reasons for high employee turnover rate. The employees also have a decent amount of expectations form their coworkers as well. They are expected to be helping and supportive to each other. These are some of the basic expectations of an average employee. 
Actually, managing the expectation of the employees is a relatively simple task to do.  However, it is also important to note that, if the management of any organization does not sympathize with their employees, no matter the strategy is implemented to achieve this particular goal will ultimately result to failure. Hence, the very first step to manage the expectations of the employees is to get close to them and looking past to maintaining a professional relation only.  The second step to manage the expectations of the employees is to align them to with the current culture of the organization. However, just by repeating the mission of the organization in front of the employees is not merely enough to do so. The employees must be encouraged to contribute authentic productivity to the organizational culture. As per (Mone et la. p. 24) Along with this, the higher officials also need to make sure that they are appreciating the hard work of their employees for their contribution. This can actually enhance the motivation levels among the employees further. A major fault of the superiors at the work place is that they often fail to clearly instruct their employees regarding their job roles. As a result, this increases the confusion among the employees which is if not resolved with immediate effect, can impact the productivity of the entire organization. Thus, in order to manage their expectations of the employees, it is best for the higher officials to provide clear instructions to their subordinates. It might sound repetitive; however, one of the best ways to manage the expectations of the employees is by helping them to improve their qualities. It is quite possible that the employees, despite being well treated by their senior maintain unrealistic expectations from them. Such expectations being naturally ignored can damage the relation between the employees and their seniors. Such negative activities can be easily avoided if the employee knows their boundaries. These boundaries can set up when the higher management takes responsibility to develop their workforces. A management that is transparent in nature and their words reflecting in their activities is highly appreciated by their subordinates. When the entire management of any corporate firm is keen to implement necessary actions to manage the wellbeing of their employees, the task of managing the expectations of their employees becomes such easier. Such efforts are highly looked upon by many employees and they become keener to be more productive for their employers (Weiss et al. 2018, p. 670).

[bookmark: _Toc16970974]Task 3: Assessing various ways to develop the requirements of the individuals at workplace:
In the earlier segments of the assignment it has been broadly discussed the reasons and the potential benefits of developing the employees and manage their expectations. Hence, it is important to discuss some of the best ways to implement this activity. It is important to note that, there might be countless number of ways in which an organization can sustain their position in the current market. However, if the workforce remains unattached with the objectives of a corporate firm, the actual progress is virtually halted. In fact, the higher management should prioritize the development of their employees and should be keen to safeguard their needs. By doing so, higher officials can win over the trust of their subordinates. The very first way to develop the needs of the workforce is to maintain a high degree of synchronicity between the words and the actions of the higher authorities. (Makkar2018, p. 460) It is never possible for them to lie for prolong stretches of time. Although, it is also important for the employees to understand that it is even difficult for their seniors to keep every single promise however, the senior management should at least initiate to satisfy the basic needs of their subordinates. There might be slight ups and downs and the time promised to deliver all the facilities, however, the longer it takes for the management to deliver the result, the lower will be the motivation levels among the employees. Finding a talent is indeed hard. However, it is much harder to nurture it. As discussed earlier, judging by the current business scenarios, it is fruitless to initiate an organized training program intended for developing the employees. Rather, the higher officials need to make sure that they are obtaining individual specific training programs.  It is needless to state that every employee has a different perception regarding their jobs and will respond accordingly to their level of perception during the training phase. It has been observed that, some of the most talented employees have a different response towards their job and mixing them up with an averagely skilled employee will be the biggest mistake committed by the management. The current business scenario is changing at a rapid pace. In order to keep up with these sudden changes, the best resort for any organization is their employees that can deliver unorthodox solutions. Hence, it is the duty of the seniors to focus more on such talents. It is also important to note that the demands of such employees are also somewhat different to that of an ordinary employee, and requires serious effort to manage them. Another very effective way to develop the individual needs, an organization can use various performance metrics. Unfortunately, most often the leaders of an organization are bounded by their crude logic that is provided by these performance metrics. Along with the various performance metrics, it is better to use human conscious that can truly predict the performance level of the individuals. Although, initially, these performance metrics can be a wonderful way to develop the needs of individuals, it is best to mix up basic human intelligence in order to enhance its end results (Nyaribo 2018, p. 22).
Modern organizations are showing increased interest in installing feedback system at their arsenal. These feedback tools are providing a good way of mentoring and guiding the employees. These feedback systems are maintained as two-way traffic so as allow the leaders to understand their faults while guiding their team members.  Hence, both the parties are enjoying a mutual growth. Another best way to meet this activity is by making ensuring a proper support structure is provided to every individual at the workplace. This support structures needs to be multi-dimensional in nature. This is due to the fact; it allows the seniors to provide every kind of support to their employees. However, it is important to note until the higher officials maintain an unbiased and transparent appraisal method. It is quite common for the higher officials intends to provide an unfair treatment to only a handful of their chosen employees. Until this is avoided, the entire process that is dedicated to develop the requirements of the individual employees can never be fulfilled. (Maurer et al. 2018, p. 1430) The higher management needs to make sure that they are using a learning style that is appropriate for them to understand the basic psychology of their employees.  This is due to the fact, until the seniors is not able to assess the actual characteristics of their existing workforce, they can never provide a better training system to nurture their actual talents.  One of the important reasons that make the management quite unpopular among the employees is their failure to come up with effective strategies intended for better career to their employees in the wider context of sustainability. As per (Dymock et al. 2018, p. 200) every employee desire to have a stable career that allows them to fulfill their basic needs. Along with this, an employee also wishes that their career will not interfere much with their personal life. Every now and then, the management will try to do every single task all by themselves. However, this is perhaps one of the biggest mistakes they can commit. By not delegating responsibilities to the employees, it often highlights that the management does not have faith over the abilities of their workforce. As a result, it spreads a negative vibe on among their employees. Delegating responsibilities to the employees clearly highlights that management respects the decisions of their employees. As a result, it would allow the employees to be more focused and the chances of making errors will be lowered. In the end, it needs to be stated that, the higher officials should treat their employees in the manner in which they expect to be treated. By realizing this statement, the management can get closer to their employees thus they would be at equipping themselves with the tools for the cause (Manaf et al. 2018, p. 1260).


[bookmark: _Toc16970975]Task 4: Plan to identify the development needs of employees and managing better performance:
The initial segment of the arrangement ought to be the higher administration organizing the improvement of their workers and ought to be quick to shield their needs. Thusly, higher authorities can prevail upon the trust of their subordinates. The absolute first approach to build up the requirements of the workforce is to keep up a high level of synchronicity between the words and the activities of the higher experts. It is never workable for them to lie for delay stretches of time. In spite of the fact that, it is likewise significant for the workers to comprehend that it is even hard for their seniors to keep each and every guarantee notwithstanding, the senior administration ought to in any event start to fulfill the essential needs of their subordinates. There may be slight high points and low points and the time vowed to convey every one of the offices, be that as it may, the more it takes for the administration to convey the outcome, the lower will be the inspiration levels among the workers. Finding ability is in fact hard. Notwithstanding, it is a lot harder to sustain it (Pylväs et al. 2018, p. 230).
The subsequent stage of the arrangement ought to be the higher authorities ensuring that they are getting singular explicit preparing programs. It is unnecessary to express that each representative has an alternate observation with respect to their employments and will react in like manner to their degree of recognition during the preparation stage. As per (D’Cruz 2018, p. 140) It has been seen that, probably the most gifted representatives have an alternate reaction towards their activity and blending them up with an averagely talented worker will be the greatest slip-up submitted by the administration. The present business situation is changing at a quick pace. So as to stay aware of these unexpected changes, the best retreat for any association is their workers that can convey strange arrangements. Thus, it is the obligation of the seniors to concentrate more on such gifts. It is likewise essential to take note of that the requests of such workers are additionally to some degree distinctive to that of a standard representative, and requires genuine exertion to oversee them. Another viable method to build up the individual needs, an association can utilize different execution measurements. Shockingly, frequently the pioneers of an association are limited by their rough rationale that is given by these presentation measurements. Alongside the different exhibition measurements, it is smarter to utilize human cognizant that can really foresee the presentation level of the people. Albeit, at first, these presentation measurements can be a magnificent method to build up the requirements of people, it is ideal to stir up essential human insight so as to upgrade its final products. In any case, this progression can't be completely executed until the higher authorities keep up a fair-minded and straightforward evaluation strategy. (Miao et al. 2018, p. 78) states that It is very regular for the higher authorities plans to give an uncalled for treatment to just a bunch of their picked representatives; until this is maintained a strategic distance from, the whole procedure that is committed to build up the necessities of the individual representatives can never be satisfied. All the while, the general arrangement needs to very much organized and not in general sorted out. It may sound confounding however it has been demonstrated that following a disorderly method for preparing the workforce delivers much better outcomes. It very well may be clarified from numerous points of view. The principal downside of a disorderly preparing framework fundamentally accepts that every one of the representatives of working under a corporate firm have an equivalent degree of limit and mental grit. Consequently, in such preparing projects, just a bunch of workers will be profited. Another significant disadvantage of a sorted out preparing system is that it just pursues an unrefined sensible example that rules out individual commitment. As per (Martin et al. 2018, p. 48) the preparation program that is planned for building up the people along these lines shouldn't be sorted out; rather it ought to be very much organized. This is because of the reality; it would permit the bedlam of a genuine business situation and it would enable the higher administration to genuinely build up the nature of their current workers without bargaining their regular conduct. Sadly, it is actually quite difficult. Truth be told, the pioneer of numerous prestigious ventures will in general commit this significant error in their preparation schedule. Subsequently, the results of such projects don't give an agreeable outcome. Another basic fragment of the arrangement to meet the requirements of individual representatives and creating them is to enable them to settle down and work amicably with the current hierarchical culture. It is essential to comprehend the way that, if any worker has a troublesome time to change with the present workplace, it can unfavorably influence their whole workforce in a negative way. The higher administration would need to spend additional asset to fill this void would cost extra for the whole association. The final part of the plan is to assign learning system that progress gradually with the entire plan. This mechanism will ensure that the higher authorities are learning progressively about the plan as well if by chance it fails to deliver a satisfactory result (Billett et al. 2018, p. 110).  
[bookmark: _Toc16970976]Conclusion:
At the end of the assignment it can be concluded that, the very basic of step of developing the employees and a better performance starts with the higher management themselves. If the higher management does not care to create a healthy and positive environment and neglects all the professional ethics, no matter their effort, they can create a workforce that is keen to develop their qualities and push their performance level. Financial gains are only a basic way to show gratitude for the hard work committed by the individuals at the workplace.  Today, a majority of the workforce expects that their leaders are acting as a mentor for them. 
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