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[bookmark: _Toc26422934]Introduction
Relationships at the workplace are important aspects for the management as well as the human resource management. They are considered to define the success of employee engagement. Engagement is an aspect that results in higher productivity, job satisfaction and low turnover among the employees. Employees with the desired work relationship tend to be effective in terms of collaboration. However, employee relationship is molded by the working environment. Collaborative relationships at the workplace lead to open communication, building of trust and creation of mutual beneficial results. The aspect of building the desired relationship and achievement at the workplace is fostered through the human resource department. The assignment will base on Siemens Case study. The assignment will provide a detailed report on the potential benefits to the organisation of developing individuals at the workplace, the development vehicles available for an organisation to meet individual needs and development a plan to meet the identified needs of an individual and expectations.
[bookmark: _Toc26422935]Benefits of organisations developing individuals at the workplace

The employees at the work place are managed by the human resource management. Human resource management has the sole responsibility of ensuring the employees foster the desired growth in terms of career progression. The human resource management covers the different aspects of developing employees ranging from recruitment, selection, performance and development (Torrington, 2011). It provides opportunities of attracting new employees, enabling the employees to perform effectively and building the desired career progression of the employees in the organisation. Thus human resources development entails an ongoing improvement of the knowledge and the skills of the employees by analyzing the prior training needs. The analysis of the training needs makes it easier to ascertain the competency of the employees. Leadership is considered to be an important aspect that shapes the culture of an organisation. However, it has to consider democratic leadership that gives the employees an opportunity to make their own decisions. Democratic leadership makes it easier to spot the desired talents that can make immense contribution to the organisation. It also leads to the utilization of effective communication by the line managers to the employees through face to face interactions.
It is important for an organisation to consider developing its employees. Development of employees in the organisation is attained through making the desired training programs for its employees. It is an aspect that leads to the development of effective relationship in the organisation. Employee development can be done through the trainee development courses, attending of seminars and conferences (Bratton & Gold, 2012). Development of the employees at Siemens depends on the humanistic theory of Fredrick Herzberg that is based on two factor theory of motivation of motivation and satisfiers. The hygienic factors created dissatisfaction. Thus Siemens has to consider improving the dissatisfies through making the employees feel satisfied at the work place. The organisation has to consider delegating responsibility and involving the employees and empowering them. The investment of employee development in the organisation leads to 94 percent retention thus reducing the employee turnover. 
Human development is augmented by the Elton Mayo’s human relations movement theory. It is a theory that is meant to prove employees as an important asset of productivity rather than being perceived as machines (Hooks & Jenkins, 2019). According to the theory human beings feel part and parcel of an organisation when they receive a special attention and motivated to participate in the various aspects of the organisation. A highly motivated staff is considered to be a productive staff. The development of the employees is beneficial to the organisation in the following ways:
Positive employee retention: Development of employees through the incorporation of the different training programs is used as a competitive advantage when recruiting the employees. The different programs make the employees to feel appreciated and have a sense of belonging thus leading to loyalty as well as retention.
Employee empowerment: Development makes the employees to feel empowered, have a great sense of autonomy, confidence and value within their work. Employees that feel empowerment make the desired decision concerning their roles and responsibilities, increase their innovation and productivity.
Increased workplace engagement: The different development initiatives at the workplace make it easier to inhibit idleness at the workplace. It also re-valuates the employee’s knowledge as well as skills. Thus, creating a feeling of satisfaction among the employees in the organisation (Cesaris & Chambel, 2017). The training programs in the organisation provide challenging opportunities for the employees thus providing an urge for promotions at the workplace. Ongoing development makes the employees productive as well as engaged at the workplace.
Longevity: The investment in the development of the employees in the organisation is designed to build a strong future for the organisation. It makes it easier to create the desired leadership within the organisation. It is an assurance of the business growth, inspiration in terms of change and the promotion of innovation by the employees. Ongoing training makes the employees to be updated with the trends in the industry. It also makes it easier for the employees to approach, learn and combine the use of the new technologies.
Promotion: Development of the employee’s makes it easier to promote them .It is believed that external employees are paid higher and they don’t perform well. Thus the development of the internal employees through training programs prepares for the best performers. When the employees are given an opportunity of learning on the job it leads to evaluation of the weakness and strength.
Personal Development
Personal development is considered to be a continuous process in an individual’s life. Personal development is an important aspect that entails the employees in the organisation to manage them effectively. It is important for an organisation to consider developing the employees in terms of training to enrich their skills and knowledge. Personal development in the modern society is considered more than the set skills training. Personal development is based on the humanistic theories (Chen, 2011). It focuses on an individual’s inner capacity for growth as well as self- fulfillment. According to the theory a positive self- concept is considered to be key in personal happiness as well as success in an individual’s life. It entails the combination of the different theories, techniques and behavioral aspects. According to Maslow’s theory there is dire need for self- actualization among the employees in the organisation. It is based on the aspect of the employees attaining their full potential after the satisfaction of the basic needs. Maslow argues that human beings are motivated by five essential needs that are referred to as the hierarchy of needs (Armstrong& Taylor, 2014). At the bottom level there is food and shelter and once the needs are met through pay there is need for safety and security through good job conditions (Chen,2011). Self- esteem is attained through promotion and finally self -fulfillment through creativity and challenges. Siemens make the employees attain the desired personal development through the recognition of skills and talents, opportunity for promotion and career progression. Career progression is attained through talent management of the employees.
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Personal development has the following beneficial aspects to an individual:
Self- awareness: Personal development is an aspect that commences with self -awareness. It makes an individual to know who they are, their beliefs and the objectives to pursue. Thus making it easier for an individual to uncover the potentials and abilities at a personal level.
Motivation: An individual that is aware of his or her goals in life is motivated to achieve them. It is important to have the desired personal development plan that outlines the desired achievable targets.
Work life Balance: Personal development is an aspect that fosters work life balance. The 
aspect of analyzing an individual’s learning and development; leads to enhancing an individual’s morale, confidence and knowledge in the different aspects of the career progression (Chen, 2011).
Improved focus and effectiveness: Personal development leads to the desired clarity in an individual’s progression. It makes an individual to prioritize the different aspects. Clarity in the objectives to be achieved makes it easier for an individual to determine the tasks that give the desired results with the available resources. Commitment to attain an individual’s goal makes individual focused thus resisting distractions.
[bookmark: _Toc26422936]Management of individual expectations in respect of personal development
Employees are considered to be the most important asset in the organisation. However, it is important to design ways of making them productive. An organisation has to design and execute ways of managing the employees to ensure they are a source of sustainable competitive advantage. Thus the set performance management system has to motivate the employees to stay in the organisation and give the best. Employees in the organisation have the desired knowledge of performing their tasks effectively. However, performance management ensures that the set tasks are performed effectively within the set time. Thus an organisation has to set the desired performance appraisal technique to manage the expectations of the employees towards meeting organisational goals. Siemens as an organisation has created the desired standard process of managing the performance and development of the employees (Armstrong & Taylor, 2014). It is a strategy that has created the desired interconnection between the organisation and the individual plans. The company has set the different targets for their employee that makes it easier for the organisation to attain its goals. The performance management system creates the desired communication by setting objectives, monitoring of the progress, creation of ongoing dialogues and enabling of the forthright discussions with the employee and the manager. Siemens incorporates the use of the management by objective that makes the management and the employees to set the required goals of performance. It makes the employees to perform exceptionally well since they understand the targets. It also makes them to be aware of the deliveries in terms of quality and quantity. It is an aspect that has made the employees at Siemens to be self-dependability and empowered in terms of decision making.
Performance management at Siemens has driven the aspect of Talent management system. It has been considered as the definition component of the high performance culture system. The employees are embracing a pull system strategy to attain the set business strategy. Talent management makes it easier to develop the employees in the organisation (Bach & Edwards, 2013). According to the set Siemens philosophy the employees are provided with the required guidance and support to attain their maximum potential. It is an aspect that fosters the employees to work towards the goals of the organisation as well as personal goals.
However, a performance management system is defined by motivations and rewards concerning the employees. Motivation for the employees in the organisation can either be intrinsic or extrinsic. Pay is considered to be the primary motivator in addition to aspects such as appreciation, sense of achievement, responsibility, empowerment and opportunity for achievement (Raymond, 2017). Motivated employees work hard to attain the set organisational goals. Motivated employees in the organisation are considered to great innovators, showcase autonomy and reduction in absenteeism. An organisation has to consider different rewards such as the flexibility in terms of working, staff discount, gym membership and free health benefits. It is an aspect that leads to work life balance. Alton Mayo motivational theory bases on the external as well as the internal factors. It is believed that internal motivation makes it easier for an individual to learn new skills while the external motivation leads to attainment of the organisational goals (Bratton & Gold, 2012). According to Mayo motivation is promoted through great communication, good teamwork, involvement in decision making and ensuring the well- being of others. Communication can be fostered through the use of the internet venues such as WhatsApp, newsletters and formal structures in form of appraisals.
Motivation can also be achieved through the use of the 360 degree Feed-back. It makes it easier for the employees to comprehend the strength and weaknesses at the workplace. The understanding of the weaknesses makes an individual to attain the desired personal development. The 360 feedback makes it possible for an individual to develop the desired personal development plan. It is an aspect that provides continuous development for an individual. Thus, making it easier for the employees to attain their full potential through self-assessment and continuous training.
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Human resource management is considered to be a strategic function of an organisation .It makes it easier to build the desired competitive edge of an organisation by engaging the employees positively. Career development is an important aspect for the growth of the organisation. However, the employees have to be responsible for their career progression. Development is considered to an aspect of generating prospects that facilitate the growth of the employees (Torrington, 2011). It entails the improvement of skills at the same time knowledge and the changing attitude of employees to manage higher responsibilities. For an individual career development entails the description of goals, the decision of the desired action, choice and execution of the desired steps. Career development requires an individual to meet the structured desires and set goals. Development in the organisation has been considered as a necessity in the competitive business world. An organisation has to ensure the employees get the desired means of enhancing their skills and knowledge. Employees require upgrading their skills and knowledge in the ever-changing world. Siemens can consider the use of training, coaching and mentorship as developmental needs.
· Training
Organisations are striving to be competitive in the business world thus there is dire need of differentiation in terms of knowledge, skill and motivation of the employees to increase their appreciation. The knowledge and skills of the employees in the organisation can be managed through training and development (Raymond, 2017). Training is considered to be the systematic process through which an organisations human resources gain knowledge and develop the desired skills by instruction and practical activities that result in improved corporate performance. Development refers to the systematic efforts that have an impact on the individual’s knowledge or skills for the purpose of personal or professional growth. The employees in the organisation are required to have the desired knowledge, skills and abilities that have an economic value to the organisation (Rowley & Warner, 2013). However, the organisation has to consider different training programs such as the on job, mentoring schemes, in house training and individual study. 
Training and development in the organisation is beneficial in the following ways:
Training and development makes it possible for the organisation to address the weaknesses of the employees. Training makes the employees to be strengthened in terms of skills while development makes them to move a notch higher on the basis of skill and knowledge. Thus, providing a knowledgeable staff that can work independently without supervision.
Training enhances the performance of the employees in the organisation. Skilled and knowledgeable employees are able to perform effectively towards attaining the desired goals. It builds the confidence of the employees in terms of understanding the assigned roles and responsibilities. It is believed that competent employees perform effectively in the organisation.
Training and development leads to employee satisfaction. Training make the employees to feel valued thus create a supportive workplace. It is believed that employees that feel challenged and appreciated through the training opportunities feel satisfied in managing their responsibilities.
An effective training and development program guarantees the consistency of the employees in terms of experience as well as the background knowledge. The employees are consistent in terms of the company policies and procedures thus increasing effectiveness in the delivery of the services.
Training and development leads to increased productivity as well as the quality standards of the service delivery. However, an organisation has to execute training programs that foster productivity. Effectiveness makes it easier to guarantee the success of the projects that enhance the turnover of the company and the set market share.
It is considered to be a development opportunity that mainly expands the knowledge and skill base of the employees (Chen, 2011). Training gives the employees the desired opportunity on new skills acquisition as well as sharpening of the existing skills. It is an aspect that makes the employees to increase their productivity and exercise the desired leadership. Siemens can consider different types of training such as the on job training and off –job training for its employees. However, cross departmental training is also important for the organisation that makes the employees to discover new talents. It makes them understand how the different departments work and support each thus uncovering the desired valuable goals. Hence training is considered as a retention technique rather than an organisational cost. Organisations have to make their training policies systematic from the training needs, evaluation and feedback.
· Coaching
It is considered to be a personal development vehicle to attain the desired behavioral change that can change the performance of an organisation. It is an aspect that is geared towards working with the employees to solve the employee performance issues. It is also geared towards enhancing the work of the employee. It is believed that employees that respond positively to coaching enhance their performance leading to organizational success. However, an employee has to showcase the desired confidence in the capability of the employees in solving the desired problems. The performance of the employees has to be defining and set the desired strategies of solving them (Chen, 2011) A potential solution has to be sought and an action plan written down by the human resource manager. A successful coaching session leads to increased productivity, staff commitment, enhanced communications and decreased levels of tension.
· Mentoring
It is considered to be a development need that focuses on the expertise, experience as well networking with the mentees who are less experienced. Mentoring is geared towards sharing of information with the mentees that assists in professional growth (Hooks & Jenkins, 2019). It is important for Siemens Company to provide the required opportunities to the employees to learn from the experienced employees who have the knowledge of making a difference. However, the connection of the mentors and the mentees is based on the skills, interest and roles. The employees can also be booked for conferences and trade fairs to build the desired communication skills and confidence.
· Attending conferences and workshops
Attending of conferences and workshops gives employees an opportunity to learn the latest developments in a given profession. It makes an individual to be updated with the present skills and knowledge. It also provides the required prospect of meeting and exchanging ideas with the prominent professionals in the sector (Chen, 2011). However, it is important to look for the skill gaps that require improvement. The attaining of skills and knowledge from conferences enhances an individual’s performance in terms of performing the set duties efficiently.
· Taking an online course
Online courses presently are considered to be competent in terms of disseminating the required skills and knowledge. Online courses for the employees is regarded to be h flexible thus making it easier for the employees ( Raymond,2017).However, the courses need to relevant to the job so as to gain the desired skills of improvement and performing effectively at the workplace.
In a nut shell an organisation has to consider the different development theories based on the needs of the organisation. The world is changing greatly thus there is need to develop the desire opportunities to match the changing trends. An organisation can consider the use of the intranet and webinars to conduct the desired trainings for the employees. It makes the employees to perform their assigned tasks and responsibilities as well as updating their skills and knowledge without travelling.
[bookmark: _Toc26422938]Personal and professional development
A personal development plan records the desired goals the required skills, competency and objectives that require meeting a given goal to support ongoing improvement and career development. It is an aspect that is created to determine the desired skills and resources to augment an individual’s career goals. A personal development plan makes it easier for an individual to monitor the acquisition of skills and knowledge. It provides the desired gauge for an individual’s progressions and determination of the set skills to be attained in future. It entails planning as well as setting of goals to achieve personal development. Personal development is supported by the Kolb’s learning cycle where learning is considered to be a continuous process ( Biotitic, Carrier & MacDevitt,2007). According to the cycle learning is an aspect that fosters growth in knowledge and development of skills. However, learning is translated into reflection of the different concepts that is based on self -assessment and feedback.
A personal development plan is mainly based on an individual’s SWOT analysis. The analysis is used to determine the strength, weaknesses, opportunities and threats. Thus the development of a personal plan makes it easier to improve on the weak areas by maximizing on the opportunities (Friedman & Phillips, 2004) the strength entails the individual’s advantages in terms of education, skills and certifications. The weaknesses are the gaps in terms of the skills of an individual. The opportunities are considered to be resources that can be used by an individual to achieve the desired skills such as conferences and networking events.
A well -developed personal development plan has to consider the following steps:
Definition of goals is considered to be the first step that showcases the skill that is to be achieved to make an individual satisfied.
Prioritization makes an individual to select the most essential goals that assist in the knowledge and skill expansion. It also makes it possible to consider the most important areas.
Setting of the desired deadlines makes it possible for an individual to create realistic frameworks of attaining the objectives
Understanding of strength makes an individual to comprehend the set strength in terms of attaining the set goals.
Lastly it is important for an individual to take the desired steps of achieving the objectives
Below is a personal development plan
	OBJECTIVE
	ACTION
	RESOURCES
	CRITERIA FOR SUCCESS
	TARGET DATE

	Technological skills
	Attending evening classes for a technological software in management such as HRIS
	Conferences
Seminars
	Certificate in HRIS software
	January 2020

	Communication skills
	Public speaking at different events
Writing of organisational reports
	Conferences 
Seminars
	
	February,2020

	Networking skills
	Attending seminars and conferences
	Conferences and seminars
	
	December,2019

	Teamwork skills
	Assisting my team in performing organisational objectives
	
	
	December,2019



In a nutshell, the employers are increasingly getting aware of employee investment thus have set up the desired structures and process to provide the desired prospects of training and developing employees. The management of the organisation has to consider personal responsibility in terms of updating their skills throughout their career progression. Thus, the development of a personal development that is an ongoing process of molding and enhancing skills and knowledge to foster effectiveness.
[bookmark: _Toc26422939]Conclusion
To sum up, effective relationship at the work place is an important aspect of the human resources. They majorly commence from the moment employees are recruited, selected, given the desired performance guideline and developed in terms of career progression. Effective working relationships and achievement at the workplace are spearheaded by the employee’s right skills and knowledge. The right employees in the organisation tend to work towards the organisational goals. However, development in in terms of developing their skills and knowledge is an effective employee’s engagement. An organisation can consider the incorporation of the different aspects of development such as mentoring, coaching and social networking .Performance in the organisation makes it easier for employees to understand the desired expectations.  However, for them to perform the have to be motivated effectively to meet their personal as well as professional development. The professional development has to consider an employee’s career progression in terms of having the desired skills and knowledge. The personal development has to be continuous to keep up with the changing trends in the business world.
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