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Introduction
There is always an HRM as a career aspirant which requires need as a manager for the employees within the organization. The main task of the managers is to provide staffing including job decisions and motivating people along with organization and evaluation of talent and all of these lead toward a successful organization (Ivancevich and Konopaske, 2013). Core competencies are integrated knowledge sets within an organization, Siemens that make distinguish its competitors and delivery values to its customers. There are changing ideas about careers and current issues in careers where both are totally different from each other. Changing ideas about careers is always brought about by an appropriate person within the organization and this change is quite necessary for any business organization (Coleman and Glover, 2010). Personal interests are also responsible for making individual choices along with an individual’s abilities, self-identities, personality factors. Abilities always include an individual’s skills, efficiencies, effectiveness, intelligence, encouragement, proficiencies, and so on.














1. A critical assessment of the potential benefits to Siemens and the individual of personally developing individuals in the workplace.
Personal development plan 
This planning as personal development is really helpful in terms of making an individual capable of taking charge, especially it provides opportunities in terms of their own learning. It is said that learning becomes proactive and reactive. In case of proactive, it is always tried to have control over the situation rather than response after being happened. An individual becomes proactive which indicates that he or she is capable of making things happen where such individuals are bound by themselves to do something before happening some issues (Bacal, 2011). On the other hand, reactive approach indicates a response towards a stimulus or acts which are exposed towards a situation that has been occurred. This reactive action is based on an individual’s feelings for which such individuals are not in control of his or her life. If an individual reacts to some issues which have been occurred, it will make the situation worse. 
Personal development planning has two perspectives and they are from the organization and the individual perspective. Individual perspective indicates about the succession planning and the individual perspective indicates career planning. An organization always insists such personnel or employees bring success for the entire organization for which they make a structure about large planning. There are changing ideas about careers and current issues in careers where both are totally different from each other (Grant and Steadman, 2016). Changing ideas about careers is always brought about by an appropriate person within the organization and this change is quite necessary for any business organization. Frequent ideas in a constant form bring monotony for an organization where it is always required for any business organization to bring change within such ideas. Then, current issues of career need to be considered as they have great impacts on developing plans in terms of personal development planning. 
Personal development planning is also known as career development which implies that a sequence of positions occupied by an individual during the course of a lifetime. It also indicates a sense of where one is going in an individual’s work life. It will be an individual who will not be responsible for his or her own career, instead, traditionally the employer will be responsible for such career development. 


Personal Development in Siemens 
People within the organization, like Siemens, considering the case of Siemens, get the highest priority. It is Siemen’s business strategy that helps the department of human resource management relate to people management. This strategy along with such a relationship is referred to as People excellence. Considering the high performance of the organization’s culture, such excellence is used or undertaken as the building of a high-performance culture. It will be a high performance which brings responsibility and duty which helps an individual to develop his or her career and try to be trusted. That means, the combination of responsibilities and being trusted normally leads to engagement, commitment, and high performance. According to the people management theorists, it is the real motivation that is brought about within an individual where such individuals develop such motivation. When they feel their efforts or contribution are valued. This helps such individuals move towards the right track for which this excellence of people gets the highest priority by the company, Siemens. A successful team always encourages an individual to develop his or her career or planning as their efforts are valued or prioritized. This company focuses on enhancing the employee’s performance throughout the company including different sectors, departments and so on (Bacal, 2011). 
Personal Development Planning can be done by following some steps which are considered as the most important portion for an individual and this is the responsibilities of human resource management of an organization. Such steps are:

Figure 1: Personal Development planning steps
Source: (Beausaert, Segers and Gijselaers, 2011)
The first and foremost duty of personal development planning is to identify or find out individual goals. This is the most essential part though it needs to be set at the initial stage. By considering such objectives or goals, the next steps or phases will be followed. It will be tried to assess the personal traits or characteristics of an individual so that different points can be notified on an individual. Moreover, different suggestions or tips will be provided towards an individual so that such individuals can find different ways for achieving goals for which they need to obtain more information about the goal and make comparison personal resources and career requirements (Beausaert, Segers and Gijselaers, 2011). Then, it is required for an individual to move towards goals by mentoring and maintaining interpersonal relationships and consider personal development activities. Periodically, an individual needs to reassess goals or objectives and progress toward goals. 
Having a mentor within the workplace is really helpful for finding out different issues in an individual as such a mentor as a senior in the workplace of the organization can guide such individuals in developing their personal plan. It is the mentor who normally provides different inside knowledge, insight into the culture, provide feedback on career progression and opportunities for actual visibility (Khayum and Wynn, 2015). It is up to the individual who needs to seek out for an appropriate mentor or by following a formal company program such mention may be sought out. 
Benefits of a personal development plan
Personal development planning is really essential for any business organization where no exception exists for Siemens. This organization also provides such ways for the individual by considering which different benefits can be obtained from a personal development plan. There are potential benefits for developing employees’ development plan which is provided below:
Enhancing performance in current roles
Organizations, like Siemens, normally disseminate more complete information about career opportunities in their organizations where an individual can follow different instructions to go ahead and bring different corrections in him or herself. By following which, such individual can develop their performance level within the workplace (LUO and CUI, 2019). For example, an individual who is appointed as a moderator within the organization, they may bring changes by following some steps for making their current roles more efficient so that they can bring more productivity for the entire business organization. by enhancing performance within the organization, an individual can help the organization to increase productivity and profitability as well. 
Addressing anticipated changes in current role
When an individual in his or her current roles, it is required for them to bring changes that are anticipated. These anticipated changes need to be addressed in an individual’s current role which is very helpful in terms of replacing an individual from his or her work. As a result, such individuals can learn from the diversified field of knowledge and this will definitely add values to the entire organization (Mankin, 2010). This will help an individual to enhance their performance level and bring diversification and maximize the productivity of the organization. Anticipated changes can come from different sources of human resource management where a manager in human resource management will always find different sectors where an appropriate place will be considered in terms of people’s capabilities, skills, efficiencies and so many other factors (Schmidle, 2011).  
Addressing career aspirations towards a future role
Career aspirations are always required for an individual as well as for the entire organization. This aspiration mainly comes from different external and internal factors related to the organization. These factors are normally identified within and outside the organizations wherein different promotional activities provided by the human resource management act like such aspirations for the personal development of an individual. Moreover, job replacement or better sector within the organization can also be helpful for an individual as a career aspiration for an individual for personal development planning (Schmidle, 2011). These career aspirations need to be addressed properly so that an individual future finds a proper solution for improving future roles where they will appear in the future. In this case, a human resource manager can provide different strategies or ways to the individual by following which an individual within the organization and they can obtain individual future goals or aims for him or herself. 




2. Critical evaluation development vehicles are available to Siemens and an explanation of the extent to which they are appropriate in meeting the development needs of the individual.  
Individuals within the organization have different career choices by following which such individual fixes up his or her overall life goals, social backgrounds, including an individual’s family, education, social life and so on. Personal interests are also responsible for making individual choices along with an individual’s abilities, self-identities, personality factors. Abilities always include an individual’s skills, efficiencies, effectiveness, intelligence, encouragement, proficiencies, and so on (Ward, 2013). Then, self-identities always require an individual’s self-respect, recognition within the workplace, professional as well as a personal identity which makes an individual a distinct entity within the entire organization. Development vehicles should be effective so that they can bring appropriate changes within the employees of the organization, like Siemens. 
These all can be achievable by an individual by following different vehicles available to an organization wherein the case of Siemens, such vehicles will be shown by following different theories related to personal development planning. 
According to Holland’s model of occupational personalities, there are several sorts of personalities which need to be considered for an individual within the workplace of the organization so that such individual can maximize his or her performance level by improving his or her own capabilities. Such personalities include realistic, investigation, social, artistic, enterprising, and conventional (Yu, 2014). In the case of realistic, an individual prefers to work alone, provides values to predictability or order. Moreover, in this case, such individual prefers to work in hands, craft or trade, for example, engineering, military. An individual who is investigative normally interested in different ideas, concepts or views rather in people. Again, they like to be an abstract thinkers and creating who focus on different external factors and they tend to calm and distant. In the case of artistic, individual work with different ideas, and try to express him or herself as materials and focus on their creativity as internal factors which make them single-minded. An individual having socialism in him or herself likes to work with and via others and tries to provide nurturance and support or aid to others. They are not abstract think who try to help professions. In the case of enterprising, such individual try to have a control as well as dominate people where interpersonal distant exists (Yu, 2014). They prefer well-defined and have clear goal-oriented as well as clear management. A conventional person within the workplace of the organization focuses on details including verbal, numeric instead of focusing on people. Such an individual looks for a structured setting. 
According to Schein’s typology of personal development or career anchors, there are several anchors that can be used for career development. They are provided with the proper explanation below:
Technical or functional competence
Individuals within the workplace of the organization are primarily excited by different content of the work itself who will generally disdain and have fear for general managers in the jobs n terms of political factors, in this case, it is tried to gravitate to staff and technical specialist positions (Ward, 2013). By following different external and internal factors, an individual can develop his or her functional or technical competence. This will help such individual develop his or her personal development planning. 
Managerial Competence 
An individual is primarily excited by the opportunity in terms of analyzing ad solving different relative problems which may affect the performance of the employees under conditions of incomplete information and risks or uncertainty. Moreover, managerial competence gravitates to general management positions in a large corporation, like Siemens. By solving different problems, it will different individuals to enhance their productivity and profitability of the organization (Schwartz, 2011). 
Security and stability 
Employees within the organization are primarily motivated by job security and long-term attachment to a specific organization which makes them dislike travel and relocation. It gravitates to jobs with high job security (Schwartz, 2011). When an individual within the organization is ensured with full of securities and stabilities, they will be encouraged by this way and will provide more efforts in developing their performance level. Security and stability in the jobs always inspire an individual to enhance their performance level which is really essential for any business organization to maximize their productivity. 


Entrepreneurial creativity
Employees within the organization are primarily motivated by the need which insists on building or creating their own projects. In this case, such employees are easily bored but more interested in initiating projects rather than managing them. It gravitates to start-up organizations which will force them in consulting management and other entrepreneurial ventures. Different creativities within an entrepreneurial venture always inspire an individual to generate more ideas or concepts which are really encouraging and inspiring for the employees of the organization. 
Autonomy and independence 
An individual is primarily motivated to look for working situations that are maximally free of organizational constraints. Moreover, by following the different phase of developing personal efficiency within the workplace can be helpful for the employees to set own schedule and own pace of work (Yu, 2014). It gravitates to jobs in academics and self-employment. This step is quite autonomic which makes the employees become self-employment. 
Pure challenge
When an individual is provided with appropriate and pure challenges which are primarily motivated to overcome major barriers by following which it is tried to solve difficulties or problems (Rimmer, 2018). In this case, it is always tried to avoid tough opponents in terms of win out the situation. Very single-minded and intolerant of those without comparable aspirations try to gravitate to a specific career path. 
Managing organizational socialization 
There are different strategies within the organization that are very helpful in terms of managing organizational socialization where they are individual strategies and organizational strategies.
Individual strategies
In this case, an individual does intensive strategies within the workplace of the organization and the job itself where they are considered before undertaking the position to ensure such an individual’s skills, capabilities, efficiencies, effectiveness and values which need to be consistent with having miscellaneous expectations of the employers. In this case, employers have great expectations towards their employees or staff who have different potentialities to enhance their performance level within the organization. Such employees or individuals are suggested to work for longer hours where they may face some difficulties in terms of getting up to speed quickly and put a position first impression. They need to take such initiative in terms of getting to know about a new employer as their boss and also about the co-workers for knowing or learning the norms and values of the working group or teams. They can follow demonstrating excellence in their performances right from the start so that they can identify the changes or increases the level of their performances. 
Organizational strategies 
It is the responsibility of the organization to provide potential employees with realistic job previews by following which they can make the individuals fit for further consideration. Moreover, candidates who are not a good fit for the organization can be removed from further consideration (Yu, 2014). It is also the employers’ responsibility to provide relevant training by following which they can hire new employees or learn from their job more quickly and effectively. Employers of the organization, like in Siemens always provide or arrange an appropriate training session for the employees and logical along with relevant feedbacks to the employees so that they can improve themselves on a continuous basis. It is required by the employers to provide such feedbacks within the time period so that such employees within the organization can make a quick decision about themselves or bring desired changes within themselves. Such individuals try to perform their work and try to interact with others, especially within the workplace of the organization.  Employers are also responsible for making a design in a relaxed orientation program that provides newcomers which are really essential (Rimmer, 2018). This will be without deluging them with irrelevant data. Employers should arrange different orientation which will promote such individuals’ skills, efficiencies, effectiveness and other characteristics. 
Overall, there are some critical issues that need to be considered including overall life goals, individual choices that contribute to one’s overall goal, making short-term sacrifices for long-term benefits. It will also include different thoughts related to the carefulness of becoming too specialized and employees’ portable knowledge and skills along with networking. It is said that good networking is a great way as a development vehicle to develop an individual’s person’s traits within the organization. 

3. Generating a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance.
Personal Development Plan 
This development plan is considered a procedure that includes an individual’s choices, importance, achievement, strength, weakness, goals, needs, wants, improvements, or developments with a timeframe. Normally, there are five ways of personal development including spiritual, emotional, mental, social, physical development as well as resources. It helps an individual to gain different learning objectives from which he or she can enhance their personal development where learning becomes a proactive as well as a reactive procedure (Schmidle, 2011). This also helps an individual within the workplace by providing different support for immediate development needs and longer-term ambitions. 
Skills analysis gets more priorities within the workplace of the organization where this precondition for preparing personal development. Managing people within the organization is not really easy where an individual should learn something from his or her project where they actually belong. Moreover, managing people is a really noticeable issue within the organization as it is related to business success, organization dynamics, an individual’s career path, work-efficiency and so many other factors. For personal development planning, an organization, like Siemens needs training sessions by following which the company normally identifies different purposes and functions of training before using it. 
There are five principles by following which an individual’s learning procedure can be enhanced including participation, repetition, relevance, and transference. Participation includes different trainees, learning outcomes by doing or performing. Repetition includes the ways of repeating ideas or concepts, views for helping people learning outcomes where relevance includes better ways of learning when a material is meaningful and relative (Schmidle, 2011). On the other hand, an individual can use the way of transference in terms of the real-world by using simulations and feedback is asked for it and adjustment will be provided in terms of training methods to audiences. Training is the best approach as a systematic approach to training which is considered as key concepts in such a training plan’s preparation. Most importantly, skills analysis can be assessed by considering such key concepts where the employers need to know before performing a job, improving performance which should be known and identifies different ways of being nice (Mankin, 2010). In this case, skill gap analysis is quite important where the individual and organizational level is necessary for the entire organization. in terms of individual and organizational levels, three issues need to be learned and they are the meaning, responsible person, and the way of conducting. In the case of an individual level, it is required to learn about the skills of an individual to identify the skills of a job that are required and compared to an employee’s actual skill level. Mostly, the team leader of HR is responsible for identifying an individual’s skills gap (LUO and CUI, 2019). By conducting a performance review, it is always tried to provide promotion, new duties or projects for being analyzed. In the case of team or organizational, team leader of human resources and different external consultants can be determined different skills to work on an upcoming project or on the need to hire externally. Various business goals within the business can be considered in terms of expanding business and changes in business strategies. 
Gap analysis is considered as a way or procedure of identifying as well as assessing a difference in terms of performance of an individual between a business’ information systems which requires business requirements and different business steps for ensuring success within the organization. Alternatively, it is the difference between the expectation and the actual outcome where it is always tried by the human resource management of an organization, like Siemens to minimize the gap (Khayum and Wynn, 2015). 
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Figure 2: Gap analysis of an individual in Siemens
Source: (Mankin, 2010)
This gap analysis needs to consider for a business organization, like Siemens where it is always tried to assess this by conducting a SWOT analysis on an individual or an organization entirely. Such SWOT analysis is explained below with proper justification which is provided below:
	Strengths
	Weaknesses

	A leader within the group always tries to find out the strong point of an individual within the group or team. 
Different ways will be suggested to a person which will force them on moving ahead.
Qualification like education, skills can be assessed by an individual. 
	Any weaknesses can be responsible for such a gap that should be filled up by proper learning.
The better ways of identifying learning issues which may not be available.
An individual may not find a job interesting or enjoyable. 

	Opportunities
	Threats

	The way of taking up projects in the future.
Different contacts can be employed within the industry.
Different skills as new skills can be learned. 
	The need for skills which is urgent for performing within the organization.
The new things which cannot be learned. 






Way of creating a personal development plan
There are several ways of creating a solid personal development and they are to establish purpose or direction, find out the need for development, look at development opportunities, formulate an action plan, undertake development, record outcomes, review and evaluate (Bacal, 2011). It is always required for an HR leader to set up different objectives and by following such objectives, different directions can be identified. The need for development should be assessed so that the gap between expected and actual outcomes can be minimized (Coleman and Glover, 2010). Normally, this arises from the payment which should be classified into pay-for-knowledge and skill-based payment. Pay-for-knowledge includes compensating employees in terms of learning specific information and skill-based pay includes rewards for employees for obtaining new skills. 
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Figure 3: Steps used for personal development planning
Source: (Rimmer, 2018)



Personal Development Plan
There is a personal development plan as a senior employee in Siemens is provided below:
	Development objectives
	Priority
	Activities need to be undertaken to obtain objectives
	Support/ Resources are needed for achievement
	Target date of achieving objectives
	The actual date of achieving objectives

	Formal training
	1
	Taking a learning course from which new language, new material, skills will be obtained.

	Colleagues, trainers, HR managers, leaders of the team will provide sufficient support to conduct such formal training.
	Start at the end of 2018.
	A completion date will be the end of 2019.

	Team working skills
	2
	On-the-job training will be useful in this case where team working capabilities will be enhanced. 
	Colleagues and other team members will be useful supportive materials within the organization.
	During the third year of the job where skills, efficiencies will be updated.
	At the end of that specific year.

	Leadership skills
	3
	Work-shadowing under an efficient leader from which different learning outcomes will be obtained. 
	Team leaders or group leader, HR head and other dominating staff, etc.
	During the fourth year of the job on a different short-term basis, such skills will be enhanced. 
	At the end of that specific year.

	Review date
	After six months of the sequences of priorities, formal training is close to the end, team working skills such as presentation, writing skills have been updated. Leadership skills will be upgraded soon by following the expected dates and actual dates. 

















Conclusion
There are some differences between human resource management and personal management though they have some similarities. Personnel management coordinates functions of the personal program involve a functional approach, emphasizes behavior and interpersonal relations and tries to judge success by outcomes via different functions of the personnel program. Behavioral science involves an inter-disciplinary approach or views the organization as a dynamic system (Rimmer, 2018). It is always tried to retain a concern for employee participation, group behavior, and interpersonal relations. Gap analysis is the difference between the expectation and the actual outcome where it is always tried by the human resource management of an organization, like Siemens to minimize the gap. In this report, it has been tried to prepare personal development planning using a template for a senior employee at Siemens. Moreover, it has been tried to show different aspects of personal development planning, benefits and different development vehicles which are really essential for a business organization, Siemens. 
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