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[bookmark: _Toc87440186]Introduction
The development plans for the performance management of individual employees highly benefit the organisation in improving the overall performance and productivity of the company. The well-developed employees with the right coaching and skilled goals perform better and higher than the ones who receive very little coaching through the leader. Therefore, organisations that indulge in providing the appropriate training and development programs ensured by the human resource management of the company achieve greater results with higher productivity (Awan et al., 2020). This report will contain a brief on the human resource management practices for improving the employee’s performance and productivity. It will discuss the theories of human resource management. Further, the development vehicles for the Tesla organisation to improve the individual employee’s performance will be discussed. A professional development plan for meeting the development needs of the individual employees will be determined in the report. 
[bookmark: _Toc87440187]Company overview 
Tesla Inc. is an American electric vehicle and clean energy company based in Palo Alto, California, US. The company was founded as Tesla Motors in the year 2003 by Martin Eberhard and Marc Tarpenning. Tesla designs and manufactures electric cars, solar panels, solar roof tiles, batter energy storage and many more related products and services to meet the needs of the customers. The company has the most sales of its plug-in electric vehicles and battery electric vehicles capturing the 16% of the plug-in market and 23% of the battery-electric market in the year 2020. There are nearly 600 retail stores and service centres of the company in North America, Europe, East Asia, West Asia and Oceania. Tesla has over 70,757 employees currently working in the organisation (Tesla, 2021). 

[bookmark: _Toc87440188]Human resource management 
Human resource management is the practice of hiring, deploying and managing the employees of the organisation. The HR department of an organisation is responsible for the employee’s performance management, maintaining effective relationships and coordination with them, creating policies that promote a cooperative work environment and others that enhances the effectiveness of the work of the employees (Boon et al., 2019). The productivity and performance of the employees are directly linked to the accomplishment of organisational goals and objectives. The HR activities in the organisation help in governing the employees and reducing the risk with maximizing return on investments with the human capital of the company. Therefore, the HR strategies of the Tesla organisation balance the organisation’s performance with the effective use of employees with promoting their development and growth. 
[bookmark: _Toc87440189]Importance of Human resource management for employee’s development 
Human resource management of an organisation plays an important role in the accomplishment of the organisation's desired goals and objectives through utilising the efforts of the human capital of the organisation (Cooke et al., 2020). Therefore, the strategies of HR in managing the performance of the employees assist in the productivity of employees. It also creates better relationships with the employees as the availability of training and effective individual employee’s development programs enhances the motivation of employees and builds their loyalty towards the company. The fair workplace strategies with ensuring appropriate compensation and benefits to the individual employees keep them satisfied, happy and motivated towards the work. Therefore, the human resource management strategies develop the dedicated professionals that are part of organisation growth and expansion (Chams and Garcia-Blandon, 2019). The day-to-day execution of HR professionals' strategies focuses on the performance of individual employee’s by monitoring and reviewing their roles and responsibilities. It assists HR in building the individual development plan for employees for improving their performance or increasing the salary or providing rewards or incentives to the ones with high performance. 


[bookmark: _Toc87440190]Human resource management theories 
Human resource management theories help the organisation in achieving its desired goals and objectives as it focuses on the management of employees within the organisation. The application of such theories assists both the employees and the organisation as it improves the performance and productivity of an individual (Hewett et al., 2018). The primary theories used by the organisation are determined below.  
[bookmark: _Toc87440191]Abraham Maslow’s Hierarchy of Needs 
This theory was developed by Abraham Maslow in the year 1943 and 1954 to achieve certain needs of individuals. The basic principle that is focused on by Maslow is the physical survival of humans. The first and foremost thing that motivates an individual is physical survival and well-being. Therefore, the five levels that determine the need of an individual are discussed by Maslow in his theory of hierarchy of needs. The human resource management of an organisation builds strategies with referring to the five-stage model of Maslow's hierarchy of needs. 
1. Physiological needs – the basic requirements for the survival of a human being which includes food, water, air, clothes, sleep and drink are included in this stage. Maslow considered such needs as the most important requirements for the employees in an organisation. The human body cannot function properly if these needs are not fulfilled (Hopper, 2020). 
1. Safety needs – after the fulfilment of the physiological needs of an individual, Maslow has focused on the security and safety needs of humans. In this, the requirement of people to experience order, control and predictability in their lives were considered essential by Maslow. These needs are fulfilled by the society or family of an individual. The employees working in an organisation may require these needs as employment, social welfare, security, and freedom from fear, insurance and many more.
1. Love and belongingness needs – these needs comes in the third level of the hierarchy of needs theory. It involves the emotions, feelings, intrapersonal relationships, connectedness and belongingness of an individual. It may involve the requirement of an individual to maintain a good friendship, relationships, intimacy, trust, love and affection. 
1. Esteem needs – self-worth, respect and accomplishment is considered in the fourth level of Maslow's hierarchy of needs of an individual. An individual requires esteem needs which can be classified into two groups as esteem for oneself and the desire for respect and reputation from others. The esteem for oneself involves achievement, independence, dignity and mastery whereas the desire for reputation may involve status and prestige. 
1. Self-actualization needs – these needs are considered in the last level of Maslow’s hierarchy of needs which includes the realisation of a person’s potential, peak experiences, seeking personal growth and self-fulfilment. The desire of an individual to accomplish everything is considered in the self-actualisation level of the theory (Carducci, 2020). 
[bookmark: _Toc87440192]Organisational Lifecycle Theory 
This theory is focused on determining that organisations have a life cycle too just like that of a living organism. Historians and academicians have observed that the business organisations operate in an appropriate life cycle as they are born (established), they develop and grow, they reach maturity, they being to decline and age and finally they die in most of the cases. Therefore, the Organisation Life cycle (OLC) results in various predictive models. These models are linked to the growth and development of an organisation. The internal and external factors highly impact the organisation at every level as the rise or fall of organisations or entire industry can be seen by the impact of such factors (Primc et al., 2020). In addition to this, the products or human capital of the organisations have life cycles also because of the changing environment of marketing and sales experts for products and the human factors such as changing needs or requirements of individuals impacting on the organisation's human capital. 
[bookmark: _Toc87440193]Development vehicles for Tesla organisation
The performance appraisal process is crucial for the development of a business organisation as it boosts the employee's productivity and improves their performance results. It is an annual process where the individual’s product and performance are evaluated against the predetermined set of objectives. Therefore, Tesla can increase its organisation's effectiveness with the help of development vehicles for improving the performance of employees within the organisation (Nawaz and Koc, 2018). The high performance by the employees would drive the company towards the achievement of higher goals and objectives. The performance appraisals tools and techniques for Tesla includes –
[bookmark: _Toc87440194]360 Degree Feedback 
One of the most popular and multidimensional performance appraisals methods is the 360-degree feedback system. It is the method that evaluates the performance of an employee by gathering feedback from the circle of employees which may include customers, managers, and peers or through direct reports. A clear understanding of the competence of an individual is influenced through this system. The five primary integral components of this appraisal method involve –
1. Self-appraisals – this can be lenient, biased or fickle for or feedback as it is performed without any formal procedure or structure. It offers a chance to the employee for reviewing his performance and understand his strengths and weaknesses. 
1. Managerial reviews – this involves providing feedback to the employees by the managers or their team leaders in the form of the traditional way of appraisals. It must include the individual review in the form of ratings awarded by each supervisor or evaluation of a team by the senior team leader or managers in the organisation (Chicu and Nedelcu, 2017).
1. Peer reviews – one of the best ways to understand the performance of employees is through asking their co-workers as they interact closely with the employees. The employee’s ability within the team, his contribution and initiatives are closely monitored through peer reviews. However, the jealously or friendships might affect the trustworthiness of feedback ending up distorting the final evaluation results. 
1. Subordinates Appraising Manager (SAM) – it is one of the significant and delicate steps of feedback by a 360-degree system. The managerial point of view is identified by the reporters through this system. However, in the case of revenge or reluctance, the results by the reporters may differ from the actual review report.
1. Customer reviews – this includes the use of both the internal customers as well as external customers to take the 360-degree feedback. The internal customers are the ones that are the users of the product or services offered by the company and the external customers are the ones who are not a part of the company but frequently interact with the specific employees on a daily basis. 
Advantages of using 360-degree feedback to Tesla
· It will help the individual in self-assessment by knowing his strengths and weakness. The areas of improvement would be recognised by the individual to work on them.
· The career development activities by the HRM of Tesla would be enhanced. 
· The change management ability in the employees would be promoted in tesla with increasing the employee’s interest in the self-development. 
· The promoting of healthy work culture at the Tesla workplace and management of the performance of employees is encouraged through this system (Brown et al., 2017). 
[bookmark: _Toc87440195]Management by Objectives (MBO)
This appraisal method is where the employees and managers of an organisation focus on the common objectives together by identifying, planning, communicating and organizing the desired objectives. Thus, after establishing the desired goals and objectives by the manager and employees, the subordinates discuss the progress and debate on the feasibility to achieve such objectives. The desired established objectives are evaluated to match the goals of the organisation with the use of the SMART method to understand as they are specific, measurable, achievable, and realistic and time-bound (Islami et al., 2018). Thus, in the end, such measures are reviewed annually, quarterly or half-yearly as suitable by the company to acknowledge its results. The successful results are rewarded in the monetary form or by giving promotion to the employees whereas the failure to achieve the desired target is dealt with by providing him further training or transfer to another department. Therefore, this process of development vehicle emphasis more on the tangible goals and intangible aspects such as commitment, interpersonal skills and many more. The application of such a tool by the Tesla HRM would help the company in achieving its strategic goals and objectives by improving the efficacy of the employees. It benefits in pursuing the growth and development of the organisation. Thus, the Tesla organisation’s management can implement this tool of performance appraisal to focus on the individual employees. 
Steps for implementing a successful MBO program by Tesla –
1. Managers must include specific goals in the SMART form.
1. The goals must be presented in the form of written text s to finalise the review by evaluating them.
1. Each goal must describe its clear plan or lists of tasks in order to accomplish them.
1. The actions must be played out appropriately.
1. The goal level of each objective that relates to the organisation’s objectives must be described (Cheng, 2017). 

[bookmark: _Toc87440196]Professional development plan for Tesla 
	Objectives 
	Action 
	Required resources 
	Results 
	Timeframe 

	Maximized knowledge on employee retention strategies 
	The company should build effective strategies for keeping the employees satisfied and happy by boosting the management knowledge on employee retention strategies. 
	Books, case studies, real-world examples 
	It would enhance the company’s employee retention strategies and help in increasing the brand strong reputation in the market. 
	3 months

	Individual development plan 
	Tesla should implement the development plans for each employee to increase the employee’s performance.
	Books, experts 
	It would improve the performance efficiency of the employees impacting increasing the overall organisation's performance and productivity. 
	6 months 

	Training on leadership 
	Managers require training also as the new managers must be provided with guidance and training by the experts to manage the employees with appropriate leadership. 
	Guidance from experts, practical knowledge and training 
	This would result in smooth business operations with maintaining coordination and cooperation amongst the team members and the leader. 
	9 months 


Table 1: Professional development plan for Tesla
Source: (Holloway et al., 2018)
[bookmark: _Toc87440197]






Conclusion
This report concludes the effectiveness of the development vehicles for Tesla organisation as it has been determined from the report that how such measures or performance appraisals tools or techniques benefit the company in improving the performance and productivity of its employees. The participation or role of human resource management for maximizing human capital efficiency in the workplace has been discussed in the report. In the end, the report has contained a professional development plan for Tesla organisation’s management that would assist the company in improving its business operations and management of employee’s performance. 
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INTRODUCTION
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HR professionals are not merely accountable to
cope up with the staff welfare or
administration-centred processes, they are in
fact expected to add value at every phase by
planning and implementing policies, working in
collaboration with other functional units,
guiding line managers, promoting equality,
maintaining disciplinary procures, putting
performance management tactics and so forth.







BEHAVIORAL TRAITS NECESSARY FOR HR PROFESSIONALS


❑ Empathetic


❑ Well-organised


❑ A good communicator 


❑ A strong negotiator


❑ A problem solver


Xenia Gyorgy Training & Development needs 4







TOP SKILLS NECESSARY FOR HR PROFESSIONALS


❑ Administrative expertise


❑ Proactivity


❑ HRIS knowledge


❑ Analtically driven


❑ Coaching
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PERSONAL SKILL AUDIT


In the following functional areas, my ratings
are revealing the areas I am good at and the
gaps in my skillset


❑ IT Skills


❑ Communication Skills


❑ Problem-solving Skills


❑ Supervisory Management
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TRAINING & 
DEVELOPMENT NEEDS


❑ Pursue the business HRM course


❑ Learn about ideal HR tools
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BENEFITS TO ORGANISATION


❑ Performance management


❑ Employee satisfaction


❑ Improved organisational culture
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CONCLUSION 
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If any business strives to be a great place, it is important to have a trustworthy leader on whom


employees can rely. Through the evaluation, it is witnessed that an HR officer is responsible to look


after everything, right from the organisational internal culture, performance reviews to health &


safety of the employees. At Captify, there is a well-organised HR structure as the key focus of the


firm is on the human element. This paper has revealed the behavioural traits & skills necessary for an


HR professional & through personal skill audit identified training & development needs for my


development as an HR officer.
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Thank you
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