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Developing workplace relations is a crucial aspect of the business since it enhances the chances of effectively giving new heights to business. Development of workplace relations and achieving the business objectives is possible only of the employees are given adequate learning and development opportunities which directly enhances the satisfaction level of them. Meeting the development needs of individuals is important since it helps in attaining the workplace objectives with ease and effectiveness (Sarwar et al. 2017). An organization adopts a range of models and theories to bring the potential of meeting the development requirements of the individuals. Several concepts and approaches to performance management and developing the resources are seen as key approaches in meeting their development needs and requirements. 
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This report has been prepared in context with an organization named as Microsoft. Being the assistant HR manager of the company the report is in context with the case study that is focused on meeting the development needs of the employees. Microsoft is an organization which is currently paying more attention and emphasis on developing the employees to attain competitive advantages. The report is intended to cover the theories models and frameworks relating to the development needs of the individual. The report will also examine and cover a plan that can help in meeting the evaluated requirements of the staff in the company (Microsoft, 2020). 
Microsoft is considered as one of the leading technology company that came into existence in the year 1975 and is running on a multinational platform. The organization is generating employment opportunities for about 151,163 people and it’s headquartered is in Redmond, Washington (Microsoft, 2020). 
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EMPLOYEE DEVELOPMENT AND ITS SIGNIFICANCE FOR MICROSOFT
According to Nelissen et al. (2017), employee development is defined as the practice of collaboratively working with the staff and helps them enhance their existing skills, competencies, knowledge and behaviour and inculcate new skills based on the aims and objectives of the business. The employment development is more than the training of the employees given at workplace and is more aligned with the aspects of performance management (Chen et al. 2019). 
Employee development is an important aspect for Microsoft since it plays a significant role in improving the performances of the staff and thus brings competitive advantages for the company. The company gets the potential of dealing with unexpected situations and business situations with the help of employee development. Moreover, the culture of Microsoft if made more focused on employee learning and development can help the company attract a new pool of talent. The employee development can also help the company to meet the project requirement of making more skilled and competent workforce (Chen et al. 2019). 
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To develop the staff with the required skills, competencies and knowledge it is vital that Microsoft firstly must evaluate the expectations of the individuals in context with the development in the workplace.  Some certain approaches and vehicles are prevailing in Microsoft and assist in developing the employees based on their expectations and requirements in the workplace (Chen et al. 2019). Some of the development vehicles of the company are as under-
CREATING INDIVIDUAL DEVELOPMENT PLAN (IDP)
The IDP plan is a development vehicle used in Microsoft and it is a theoretical framework that is seen as the first step towards employee development. Microsoft adopts the practice of sitting with the employees and further gives them an effective communication platform through which they discuss the career goals, interests and even the expectations that have in context with the development in the workplace (Gandhi & Johnson, 2016). This is an effective tool that the organization is adopting and even can help the company with its project of building a more developed workforce. This is a method that helps Microsoft assess the development needs as well as expectations of the staff and further assist them with the required development opportunities accordingly. The IDP is seen as an effective tool for assessing the development needs since not all the individuals working in the company has the same goals for the career (Islam, 2020).
In Microsoft, the IDP plan is based on the SMART approach in which the goals of the individuals are presented in the form of a plan that consists of measurable goals and a realistic timeframe for attaining those goals. Microsoft gives adequate time to employees to prepare their ongoing IDP plan and present it in front of the manager to get the needed details about the requirements of development that individuals are having in the workplace. The IDP is a development vehicle that assists the employees with the opportunity to build and grow their career based on their expectations (Microsoft, 2020).  The IDP is an integral and first stage of performance management which is adopted by Microsoft.  The process of creating IDP also helps in effectively building the coaching relationship between the supervisor and employees in the workplace and thus can be seen as an indirect source of building good employee relations (Parding & Liljegren, 2017). 
TRAINING AND DEVELOPMENT ACTIVITIES
According to Sartori et al. (2018), training and development activities are defined as those that are aligned and focused on enhancing the existing skills, competencies and knowledge of the employees. The training and development is a vehicle of employee development that Microsoft has been using from traditional times. The training and development activities are seen as one of the efficient approaches of employee development since it enhances the skills and competencies of the staff and makes them more developed by giving on-going development opportunities (Noe & Kodwani, 2018). There is a range of training and development opportunities that Microsoft are providing to employees at the workplace with a vision to develop them. For example, Microsoft adopts the e-learning platforms, on the job training, technology-based training, coaching/mentoring, group discussion etc depending on requirements of the business and employees to assist them with the best career growth opportunities. Apart from this the organization has internal programs of training and developing the employees that are strictly done under the supervision of mentors and coaches that further helps the company to attain command over certain skills or competencies (Microosft, 2020). 
CONSTRUCTIVE FEEDBACK
The approach of constructive feedback is also seen as one of the development vehicles that Microsoft has been utilizing. Constructive feedback is defined as the approach of giving useful positive comments and suggestion to the employees to make them able to achieve positive outcomes in the needed direction (Omer & Abdularhim, 2017). Microsoft adopts the practice of coaching and mentoring the staff to help them with the needed guidance, support and corrective measures that can bring the best of their efficiencies for building the career and developing as an individual. The leaders and coaches in Microsoft have the habit of giving recommendations or suggestion to the employees in the areas through which they can grow and develop as an individual.
For example, Microsoft adopts the 360-degree feedback procedure in which not only the mentors and subordinates but the employees are also given the opportunities to assess their performances based on the IDP plan they have prepared and their goals. The mentors adopt the practice of recommending the areas of improvements based on the IDP plan and career goals of the individual (Microosft, 2020). This is an effective method of employee development since the employees of Microsoft get an opportunity to become aware of the aspects they have missed in developing themselves. Thus Microsoft is not using feedback as a tool of criticizing but as a positive aspect to make the employees aware about the missed opportunities and the areas in which improvements can be bought (Microosft, 2020). 
PERFORMANCE MANAGEMENT FOR EMPLOYEE DEVELOPMENT
According to Mone et al. (2018), performance management is an approach in which is focused on certain aspects such as standards of performances, goals and job expectations. The performance management creates a business environment which is aligned on performance expectations, goals, feedback and performance of the individuals. The performance management aspect of Microsoft helps the employees to assess their development requirements and communicate them to the management effectively. The performance management is an approach of employee development that helps in aligning the personal goals of the staff with the goals of the company and hence is beneficial for both (Taiwo & Omojaro, 2019).  In Microsoft, the emphasis is on assisting the employees with the needed motivation and support for developing ns an individual. The performance management is seen as an ongoing practice of Microsoft in which the employees are assisted with timely feedback, review and guidelines from the mentors and coaches (Microosft, 2020). 


DIFFERENT APPROACHES OF PERFORMANCE MANAGEMENT
The different approaches of performance management that areas adopted by Microsoft are given as under-
The comparative approach: this is an approach that helps Microsoft to compare the performances of the employees in the workplace. The employees under this process are ranked between low and high. The organization uses the technique of alternative ranking method for this approach (Prokop & Stejskal, 2017).
The behavioural approach: Managing the behaviour of the staff and aligning them with the development needs is done under this approach by Microsoft by using tools such as the scale of competency, observation of behaviour and so on both (Taiwo & Omojaro, 2019). 
The attribute approach: this approach of performance management helps Microsoft to align the attitude of employees towards the organization as well as personal development goals and employees are assessed in this approach based on leadership, creativeness etc. 
The resulting approach: this is majorly used for measuring performances of employees in Microsoft and the method of the balanced scorecard is used by the company in this approach and employee development is an integral part of it (Taiwo & Omojaro, 2019). 
The quality approach: under this approach Microsoft the performances of the employees are measured based on customer satisfaction as well as employee behavioural factors. Timely feedback for staff is a part of this approach (Prokop & Stejskal, 2017). 
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The table is prepared for reflecting the appropriateness of development vehicle in meeting the needs and expectations of employees. It has been identified that the development vehicles are meeting the expectations of employees in terms of employee development but requires further improvements also. 
	DEVELOPMENT VEHICLES
	MEASURING APPROPRIATENESS OF DEVELOPMENT VEHICLES IN MEETING NEEDS OF INDIVIDUAL ON SCALE OF 1-5 (1 IS FOR LOWEST AND 5 FOR HIGHEST)
	COMMENTS/REMARKS 

	Creating an individual development plan
	4
	The IDP used in Microsoft is prepared and is aligned with the requirements and expectations that the employees have with the development in the workplace. Employee development is effectively managed and implemented by indulging the staff in developing their development plan (Microsoft, 2020). 

	Training and development
	3
	The training and development activities provided in Microsoft are more aligned with the organizational needs and less with the development needs of an individual. This vehicle of employee development is somehow not bringing the needed development in employee career as per their expectations (Sartori et al. 2019). Also, the needed training amid the pandemic COVID-19 is not provided to employees due to whom the employees are struggling while working from home.

	Constructive feedback
	4
	The constructive feedback is seen as one of the positive approaches that Microsoft has adopted to assist the employees with the development based on their requirements and expectation and is even aligned with the IDP plan of staff (Microsoft, 2020).

	Performance management
	2
	The performance management is not seen as an effective tool of developing employee because somehow this approach is also more focused on organizational development rather than individual development. The approaches of performance management have certain advantages such as they are subjective, enhances the chance of even biased decisions and their practical implementation can become complex and difficult that further reduces chances of employee development based on their expectations in Microsoft (Taiwo & Omojaro, 2019). 
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This part of the report is intended to reflect on the identified needs and expectations of an individual and present it in form of a development plan that further can help Microsoft to effectively meet the requirements of the individuals (Colvin & Sugai, 2017). The table consists of the development needs, employees expectation time duration and the strategies for Microsoft and is given as under-
	Development needs
	Employees expectations
	Time duration
	Strategies 

	Training for personal development and work from home
	The employees expect that the training and development activities and platforms that they are getting in Microsoft should be more aligned and integrated based on the requirements, interest and needs of them. The employees are also struggling with the work from home approach because of the pandemic COVID-19 prevailing worldwide that further makes it difficult for them to manage and understand the business requirements and expectations (Colvin & Sugai, 2017). 
	2 Months
	Microsoft can use the customized training approaches to help the employees with the training in which they have interest or requirements rather than just arranging them for the organizational objectives. Further, Microsoft needs to manage and conduct online sessions and training to help the employees face and cope up with the issue they are facing because of the work from home pattern prevailing worldwide. Microsoft needs to provide online consultant services to employees to develop them based on personal requirements and expectations. 

	Performance management based on employees requirements
	The expectations and requirements of the employees are that Microsoft must adopt the practice of managing personal expectations as well as organizational expectations while conducting the performance management tactics in the workplace.  
	6 months
	[bookmark: _GoBack]The strategy of taking feedback from employees regarding their expectations and strategies they think can best manage the organizational needs as well as personal requirements of staff in the performance management tactics. 



From the above table, it can be said that the two most crucial aspect to which Microsoft needs to pay attention while implementing the development vehicles are the training and development activities along with the performance appraisal tactics. In these two aspects, the organization is somehow not being able to meet the expectations and requirements of employees and this can result in employee dissatisfaction that can hamper the business growth and success also. The organization must consider these two aspects and align them by the development needs and expectations of employees (Colvin & Sugai, 2017). 
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It can be deduced from the above report that building workplace relation is a crucial aspect and for doing so effectively an organization needs to give attention and consideration to the employee development and that too based on requirements and expectations of the staff. The report has covered the employee development concepts along with the development vehicles that are used in Microsoft to help the employees with the needed development opportunities. The development vehicles are further evaluated based on the expectations of the employees and the plan is also developed in the end as per the employee’s requirements and expectation including the strategies for doing so. 
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