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Employees Management
Initially, businesses were small enterprises which had an average of three to four workers. Also, both managers and industry owners worked just next to these workers. However, with the introduction of scientific methods by Fredrick Taylor, things drastically changed (Jeacle, 2015). The scientific method believed that the role of managers was training and planning. It argued that if you wanted to complete a task as a manager, the first step is to find one best way to perform it. Once you are sure with the best way, employ the right personnel and train them to do it that best way at the best efficiency. This method grouped each worker depending on how they are while doing it. Through this, the division of labor and specialization was maximized.  
In the modern-day workplace, the majority of the principles of scientific management are no longer applicable. Also, in the 21st-century white-collar jobs, these principles do not find any reasonable application. Scientific management principles believed that productivity and profits are the main things in the workplace. The modern work believes in ergonomics and the need to ensure that the employee loves their job. The contemporary century administrative work believes that a worker needs a break from the regular duties to refresh up and avoid work-related injuries.  Simply said, the worker has to be happy with his or her work. 
The modern-day workplace has significantly changed as compared to the past. One of the differentiating aspects is the level of alienation. The workplace of today is not as alienating as it was in the past. Technology is one major thing that has significantly contributed to the reduction of the alienation level (Shantz, Alfes, & Truss, 2014). Activities and procedures have been technologically simplified and, therefore, minimal chances of alienation than it used to be before. Also, many researchers have proved that productivity can still be improved if the worker is satisfied and is under the right conditions. 
The emotional labor demanded of workers in the service sector is unhealthy for a human being. It is essential to understand that emotional labor is intended to make these workers provide an emotionally safe environment for the people they are serving. However, these workers undergoing emotional labor deserve a chance to be emotionally relaxed (Kim, 2018). Therefore, demand of them to restrain them an be emotionally stressful and consequently dangerous to the health of that person. Increased emotional exhaustion by the employee can have a ripple effect of burn out or even decreased job satisfaction levels. Most of these emotional labor demanding sectors do not pay corresponding distress the person undergoes; hence an addition to its risks.
When workers are allowed to leave their work and go out and explore the world, the worker's performance in his work is never the same. It is improved. Most developed countries have realized this and have developed vacation policies that considerably increase the worker’s happiness and motivation (Fakih, 2014). Out of the many advanced nation's vacation policies, one that can improve employee performance substantially is the one for Brazil. In Brazil, in addition to the 30 days paid leave, workers have the right to get a vacation bonus. This vacation bonus can go for up to 11 days that can be converted to money. This policy is attractive very since employees are ever secure.
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