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[bookmark: _Toc3763317]Introduction
Building strong relationship within the organization is important as the employees must work with each other to achieve a common goal. Employees having good friend in the organization is much more productive than the employees who works lonely. So, recruiting employees with good communication skills and friendly behaviour is beneficial for ensuring a good relationship between the employees and increasing their productivity. In order to develop the skills and productivity of the employee’s organizations must manage different training programs for professional development. In this report I will discuss the relationship in workplace and employee achievement of Apple Inc.



[bookmark: _Toc3763318]Provide a critical assessment of the potential benefits to your organisation and the individual of personally developing individuals in the workplace. 

[bookmark: _Toc3763319]Examining the expectations and requirements of people. 
Generally, the HR department of the organization manages the interactions with the employees. They manage all the activities including recruiting, training and controlling the human resources within the organization. These are the components that the employees want from the organization.  
Positive Attitude: Primarily the employees expects a positive attitude form the organization which motivates them to efficiently work in the organization (Fa-yong, L. I., Cuang-jin, L. I., & ZHANG, M. Q. 2005). If the managers have friendly behavior with the employees it increases their productivity and they can contribute to the overall development of the organization.
Dependability: Job security in a major problem that employees faces in the most organizations. To cope with the modern technology organizations must go through some changes which the employees must adapt. They need to recruit employees with proper skills and qualifications to successfully manage the changes. Employees expects their professional development and job security that they can depend on the organization. 
Continual Learning: The business environment is continuously changing. Organizations need to sustain innovation and prepare the employees to cope with the changes (Owoyemi, O., & George, O. 2013). The employees expect that their organization will provide them proper opportunities of training and development of their career. 
Cooperation: Cooperation is the key to building strong relation within the different departments of the organization (Johnson, R. T., & Johnson, D. W. 2008). Organizations needs to build a chain with the different department to ensure proper management. An employee is skilled in a particular field of job but he cannot manage the jobs which are out of their knowledge. Cooperation helps them to build strong relationship and develop the tendency of helping each other.

[bookmark: _Toc3763320]Administering people in accordance with guidelines and career pathways. 
Organizations recruits employees with the skills and qualifications that they need to perform a specific job. If the employees are able to fulfil their responsibilities with efficiency, they have the opportunity for career development (Jenkins, D., & Spence, C. 2006). The path of career development for the employees is defendant to both the organization and the employees. If the employees are experience enough to take responsibility of a certain department, they can change their career path and make them capable for the specific responsibility. Organizations needs to coordinate with different department, people and resources to manufacture products and sell them. Not everyone has the skills and ability to perform specific job that organization. This is why proper career pathways is important. Organizations can invest in the employee training programs to ensure proper development of the employees. And make them capable within the organization.
Career pathing of employees is specific sector that the employees wants to develop their career. It is the responsibility of the organization to help employees choosing their career path and provide enough guidance of developing their career path (Ryba, T., et al. 2015). There are some specific benefits that the organization enjoys when selecting the career path of an employees. If the organization provides enough opportunities to the employees for career development, they gain improved skills and ability that help them to perform specific job and increase their job satisfaction. Employee engagement is required for ensuring healthy relation with the different departments and increasing efficiency. Proper career development opportunities also reduce the employees’ turnover rate.

[bookmark: _Toc3763321]Managing career development of people. 
Managing the career development of the employees working in the organization is a difficult task for the managers. The career can be chosen by the employees or the managers to make them competent in executing specific jobs. Some employees can be interested in a specific job that they will be more comfortable with (Lips‐Wiersma, M., & Hall, D. T. 2007). Organizations must provide them the opportunities to develop their careers according their interests.

Future aspirations: The career development process managed by organizations must focus on the current and future job opportunities of the employees. As example a bank recruited a senior officer after assessing his experience and qualification, they must train him before promoting him to upper level management. The career development system must be future oriented which will help the organization to ensure long term employee development.
Communication: A strong communication system including modern technologies is required for building a chain in the organization (Silverman, J., Kurtz, S., & Draper, J. 2016). The managers should communicate with the employees to hear them and learn about their needs. The employees can suggest the managers if they were skilled in a specific area their productivity will increase. These types of communication will help the organization to choose the career path and develop employee skills.
Establish A Career Advancement Process: This is the section where organizations prepare a framework on how they will manage the career development process of the employees. All the employees working in the organization are not equally productive and qualified. Companies should assess the employees with exams or interviews and provide them the opportunities to improve their career. Different type or research can be conducted to have the idea of effective employee training process and implement them. 
Opportunities and growths: Employee development are not only beneficial for the organization, it is also very helpful for the employees for professional developing and choosing future career opportunities. Job sectors having optimal growth rate does not mean that it will be the same in the future. Organizations must evaluate the current job market and analyse future job opportunities of the employees for ensuring future development of employee’s career.
Diversity: Jobs with diversity is very popular to the employees. Employees doing the same kinds of job soon becomes bore and it reduces their productivity. Organizations can develop a training program that has diversity in work and will be beneficial for the employees for becoming competent in different types of works. Diversity in employee development process also helps organization to ensure long term employee development.
Invest in Training: This is one of the most important factors of the employee development process. Organizations should invest enough money to ensure the employee development program with modern technology. They can sustain innovation with research and development new ideas that can increase the productivity of the employees. Apple, one of the most valued organization in the world invests a large amount of money in employee training and their R&D department.

[bookmark: _Toc3763322]Managing performance and succession planning. 
Performance management is the system of assessing the working performance of the employees to ensure that the goals and objectivities of the organization are achieved efficiently. In this process organization assess the employee performance motivates them and reward them for good performance. The succession planning process of the organization is described below. 
Identify key roles for succession: This is the first step of succession planning where the organization makes the framework of how the succession process will be executed. The key roles for organizational succession are defined in this section. They can use different tools for assessing employee performance and develop a replacement plan.
Define the competencies: The current employees working in the organization may not be competent enough for manage the organizational change or taking the responsibility of higher job position. Their job position, qualification, experience and working performance is defined in this section to assess their competence in higher position. 
Assess employees: This is the section where organization uses different tools for assess the employees to make decision of succession or replacement. If the employees are not enough efficiently in their current position they are replaced. 
Identify pools of talent: The professional qualification and talents of the employees must be honoured. Organization finds specific talents of the employees in this section and utilize them by enlisting them in the right job position. 
Develop employees: This is the last step of employee succession where the organization releases the current employees from their job position, trains them and develop them for being competent in their job sectors (Čiutienė, R., et al. 2010). 
[bookmark: _Toc3763323]Support structures within the organization. 
There are many types of organizations present in the UK. Their organizational structure, goals, objectives and products are different from each other. The organizational employee development and training should be according to the structure of the organization.
Sole proprietorship businesses are the oldest form of structure in business sectors. These kinds of business dominate in the UK economy. There are very few employees working in these organization and they have a very low opportunity of career development.
Companies are the legal business organization registered under the company act. These types of organizations have the ability of sell shares in the market and collects capital. Companies generally have a larger business entity and scopes. Employees working in these organizations enjoys proper training and development of their career.

[bookmark: _Toc3763324]Techniques for supervision and formal appraisal. 
Supervision is the system of monitoring the activity of the employees and appraisal is the system of assessing the employee performance (Murdoch-Eaton, D. G., & Levene, M. I. 2004). Supervision and appraisal are important for employee development and making them competent in their jobs. The techniques for supervision and appraisal are described below.
Objectives definition of appraisal: The first stage of employee appraisal is to define the core objectives of the appraisal. The appraisal may be happened for employee selection, compensation, training or promotion. The appraisal system will very according to the objectives.
Design an appraisal program: After defining the goals and objectives of the appraisal, organizations need to design an appraisal program. The overall plan of performance is defined in this section.
Appraise the performance: In this stage the organization appraise the performance of the employees with different tools. As the performance appraisal is important for employee selection and their development. They can use modern technology such as computer and management information system for efficient performance appraisal. 
Performance Interviews: Organizations selects a handful employees after assessing their performance and calls them for interviews. Employees having a strong will of career development will be given the chance of career development.
Identify opportunities variables: In this section organizations identify the career opportunities of the employees and plan an employee development process. The employees are given opportunities according to their performance and career interest. 

[bookmark: _Toc3763325]Methods of ensuring fair and objective assessment/appraisal. 
Employee appraisal is the process where the overall working performance of the employees within the organization are measured and evaluated. The employees are properly rewarded for their optimal performance (Pepper, M. B., & Pathak, S. 2008). For maintaining ethics and gaining the loyalty of the employees a fair appraisal process is required. The methods for ensuring fair and objective assessment are provided below.
Appraise Based on Performance Measures: All types of appraisal should be based on the measured performance. Specific job sectors within the organization should be clearly defined by the managers which will help the employees to achieve the key objectives. 
Seek the Opinions of Others: The internal activity of an organization requires the coordination of many people with different knowledge and skills. For ensuring a fair appraisal organization should hear the opinions of other employees and implement different tools for appraisal. 
Treating all Staff Fairly: Treating all the employees should be an internal policy of an organization. All the employees should be given proper opportunities based on their performance and contribution in the organizational success. 
Fair Performance Appraisal interview: There are several performance appraisal tools present in the appraisal system interview is one of the popular tools for appraisal. Experienced people should take the interview to properly evaluate the interest of the candidate in a specific sector of the organization.
[bookmark: _Toc3763326]Methods to monitor evaluate and record individual feedback. 
Monitor: Monitoring is the process of observing the works of the employees within a limited time so that they can achieve all the goals and objectives of the project. Monitoring also defined by the assuring the plan of the project is successfully implemented. Organizations can assign different specified people for the appraisal monitoring system (Stem, C., et al. 2005). A well-established information system is very helpful for better monitoring.
Evaluation: Evaluation is the system of assessing the performance of the employee’s performance to properly reward them for their performance. Organization can include the productivity of the employees, working efficiency, and loyalty towards the company to evaluate the working performance of the employees.
Record: Recording the information for assessing the employees is an important task as the appraisal system depends on the information. The information collected from the employees should recorded with written methods and saved in a computer.

[bookmark: _Toc3763327]Critically evaluate development vehicles available to your organisation and explain the extent to which you think they are appropriate in meeting the development needs of the individual. 

[bookmark: _Toc3763328]Reporting performance appraisal including the importance of confidentiality. 
Performance appraisal is important for both the management and the employees. Employees are the people who work hard to ensure that the goals of the organization are successfully achieved. After proper appraisal organizations must report the result of the appraisal. The final result of the appraisal may end up replacing or rewarding the employees. There are some specific rules that organizations should follow when reporting performance appraisal. Performance appraisal includes continuous monitoring of the employees. The managers can provide regular informal feedback which will help the employees to improve their working performance and develop relations.
The performance reporting system can be vocal or written. A written performance appraisal is brief and specific. The employees gain clear knowledge about their performance but written review lacks of formal discussion. If the performance reporting system is formal the employees can easily gather information and start a conversation where they can avoid mistakes and improve skills. For ensuring a fair appraisal, the managers must any kind of partiality. The appraisal should be based on performance and experience. A positive note can be included with the appraisal letter to ensure mutual respect and providing the chance to the employees for developing themselves. In a fair appraisal confidentiality is very important. The managers should keep secret of the information from other employees and evaluate them. They should clearly define the weakness of the employees to them.

[bookmark: _Toc3763329]Learning styles and the range of training/development opportunities available. 
Learning styles are the process people adapt to learn about a specific knowledge, skills or system. Effective learning styles varies from people with different personalities (Fien, J., Maclean, R., & Park, M. G. (Eds.). 2008). The employees should adapt the specific learning styles they are most comfortable with although all kinds of information and skills cannot be learned with the same learning styles.
Visual: In visual learning people gains knowledge by seeing picture, image and videos. These kind of visual activity helps them to properly memorize their learning and use them when necessary.
Auditory: This is another effective learning styles where the employees learn from different audio sounds. 
Reading: Reading is the most effective way of learning. Organizations can provide the employees different books that can improve their knowledge and skills. The conceptual knowledge can be gained with reading where practical knowledge is hard to gain with this learning style.
Kinesthetic: In this learning style organizations prefers physical movement for effective learning. The employees observe the physical movement and gain practical skills.
Social: There are some organizational training system which are complex so organizations make a group of employees and trains them. This kind of learning style is very effective for ensuring employee development and building relations.
Solitary: Solitary is an intrapersonal learning styles where the employees are motivated to learn alone. They can use other methods such as aural, reading and visual to improve their knowledge.

[bookmark: _Toc3763330]Mechanisms to provide appropriate feedback to individuals. 
Appraisal is the process with which organization evaluates the employees and takes different steps for developing their working performance. There are some mechanisms that organizations can adapt to provide feedbacks to the employees about their performance which are described below.
Time it right: Organizations must select the right time for providing feedbacks for the appraisal process. The appraisal process should go through a systemic process and the feedbacks can be provided by the organization with vocal or written system. If the employee is disqualified from the organization due to bad performance they must be notified.
Prepare: The employees consciously implement the orders comes from the top-level management. The managers should take time to prepare for the feedback and consider it as an important task.
Ditch the “sandwich approach”: This is a popular process for performance feedback. The managers communicate with the employees a show the results of the appraisal with vocal or written system. They show the criticisms and weaknesses by indicating the difference between two or more complements. 
Understand the power of negative feedback: The feedbacks from the employee appraisal is very important for the employees as it can help them to pursue their career paths and also fire them from the job. Negative feedback also motivates them to focus more on the woks that can ensure better performance.

[bookmark: _Toc3763331]Career development strategies including the wider context of sustainability. 
The career development of employees is not only beneficial for the employees themselves but also very helpful for the organization to ensure efficiency in workplace and increase the productivity (Niles, S. G., Amundson, N. E., & Neault, R. 2011). Organizations must provide the employees the opportunities to develop their career with different career development programs. The key strategies of career development are provided below.
Setting clear goals: The first stage of career development is setting a clear goal. Employees should set a specific goal that they want to achieve through the organization. Employees can choose their education and training based on their career goals which will help them to prepare for future career development opportunities. 
Embrace new challenges: Developing career in the competitive job sectors is a very hard and challenging task. The labour market is overflowed with employees. Displaying qualification, skills and experience is the key to have good position in an organization. The employees must embrace new challenges and learn new skills to develop themselves.
Creating a portfolio of accomplishments: Portfolio is a strategy of financing to minimize the risks. Organizations invests in multiple sectors to minimize risks and gain profits. The employees can also develop their career with multiple pathways to gain experience and learn new skills which will help them to pursue new career opportunities.  
Network: Building a strong network is very helpful for the employees. They can gather experience by working in different organizations and build network. Communicating with corporate personnel will help them to have future career opportunities.
[bookmark: _Toc3763332]Develop a plan to meet the identified development needs and expectations of an individual. 
Personal Development Plan:
Personal development planning is the system that includes planning, goal setting and other activities for personal career development.
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Personal Development Plan: 

	What are my development 
Objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my  objectives

	The primary objective or the personal development is to ensure professional development of the employees that will increase their value in the job market.

	
	Formal training is the most effective way of personal development in my opinion. In the formal training system organizations selects specific trainers to train the employees and develop their career.
	There are some primary resources needed for managing the personal development process. Employee training programs are costly, organizations should invest a large amount of money for employee development process.
	I want to take the responsibility of information system manager of my organization. Proper knowledge of computer and information technology is required for ensuring that I will be able to undertake the job efficiently. The training process will last for 15 days. If I start today, I will be able to gain my goals in 3rd April 2019.
	

	With personal development process the employee’s gains confidence. Their knowledge and skills provide those enough strengths for being competent in future job positions.

	
	
	Support from functional managers and co-workers is also needed for undertaking the learning process.
	
	

	Building strong communication skills. In workplace the employees must have good communication skills to make friends and maintain chain in work. Communication skills is mandatory for the managers to influence others and make them execute specific jobs.

	
	
	
	
	

	The employees learn to make better short term and long-term decisions. The productivity of the organizations largely depends on the employees so their career development is important for both personal and organizational context.
	
	
	
	
	

	Review Date: Review for employee development happens once every six months. So, in the review undertaken in September 2019, shows that I have properly completed the training process. And gained competency to manage the IT department.

	






[bookmark: _Toc3763333]Conclusion
Employees are the key resources organizations need for accelerating the business activities. Organizations must manage different personal development programs for the employees that will help them to develop their skills and be successful in long term job sectors. Sometimes organizations do not provide financial resources for employees’ personal development which becomes a primary barrier for the employees to improve their productivity. Organizations must follow the company act and employee right act and avoid any kind of discrimination and maintain an ethical and healthy environment for the employees. 
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