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 Healthy relationship of an organization leads positive environment as well as ensure a long way for extracting the best out of the individuals. Positive attitude of the employees, managers and other of an organization is a successful element of healthy relationship. Developing relationship within the organization to achieve the workplace culture have different benefits. Individual’s development help organization to get the activities properly. Individuals have some expectation from the organization when they are fulfilled their expectation from the organization they become satisfied to the organization and perform their activities properly (Colbert, and Purvanova, 2016). Every organization needs to develop their individual employees. The management of performance is responsible for the individual development of the organization. Organization produce different plans for meeting the identified development needs of an individual in the workplace. The expectation and requirements of people in an organization are various in nature. Organization first identify the requirements and expectations of the employees and then administer people with their guidelines and carrier goals. They manage the carrier development of the people within the organization. Individual development follows some steps that help organization to monitor and develop the skills and expertise of the employees. In this report, we work on Unilever for assessing the individual development of them. 

[bookmark: _Toc26953616][bookmark: _Toc28912349]Company profile
Unilever is a British- Dutch consumer goods company for transactional products. The product of Unilever includes foods and beverages, clearing agents, personal care products and beauty care products. The oldest multinational company that provides products around 190 countries across the world. It was founded in 1923 and it operates its business operations successfully by focusing on different sectors. Individual development and workplace relations is one of them. In Unilever, the personnel development of the employees and their skills help organization to reach its objectives efficiently and effectively. Unilever provides uses different tools and techniques for developing their individuals who works for the achievement of the organizational goals and objectives. 
[bookmark: _Toc26953617][bookmark: _Toc28912350]LO1-Assessing the potential benefits for organization and the individual of personal development in the workplace.
Personal development
The individuals are that person who have the commitment to ongoing learning for themselves to reach the career heights. The personal development of the organization is an important attention for the organization for reaching the desired goals and objectives. When organization give importance to personal development that can help you to reach the outstanding results for the organization. Personal development refers the process of developing the individual of the organization by developing the skills, competencies and other things of the personal, which help them to perform their activities properly (Taylor Bedeian, and Zhang, 2017). Personal development is closely related to the inner needs and requirements of the employees needed to the job done properly. It creates the career plans for the personnel of the organization. 
Benefits of personal development to the organization 
Personal development helps to get the realistic picture of the skills and knowledges of the employees of an organization. Organization do not realize the competencies and skills of the employees before assessing the personal development of the employees within the organization. Personal development or growth starts from the assessment of the individual’s current skills and competencies. After assessing the individual current skills and competencies organization take different initiatives for developing the individual’s skills and competencies. Here we evaluate the importance for the organization when the develop their individuals-
It will boost the organizational motivation- when organization provides personal development for the individual that motivate them to work properly by gaining new skills and expertise. The whole organization and its employees will be motivated for the new skills and development the needs and requires.
It helps to advance the organization’s competencies and accuracy - personal development help organization to get the activities accurately from the employee of the organization and make them very efficient in performing activities in advanced. 
It will enable organization to master the goal setting- personal development of the organization helps it to set goals in a manner that master the activities (Methot, and Christian, 2016). Employees will be very skilled and competent to perform their task for the achievement of the objectives. 
It helps to create a positive culture within the organization- positive culture of the organization comes from the positive attitude of the employees that is the creation of personal development. All employees will be inspired, motivated and cheerful when they get growth opportunity for their personal requirements and needs for the achievement of goals and objectives. 
Benefits of personal development for the individual of the organization
The major benefits that an employee gets from the personal developments process and opportunity are the advancement of skills and competencies for individual growth, develop employee’s positive attitudes to work, focus on discovering the life purpose and so on (Jones, and Guillaume 2016). Here we will explain the benefits in an accompanying way-
Discovering an individual’s life purpose- personal development approaches help employees to discover the life purpose or career guidelines. It focuses on the discovery of their lifetime career and give them development sets for them. 
It helps in advancing the skills of the employees- employees can improve their skills and competencies by getting the personal development benefits from the organization. Mainly employee skills and competencies are improved for the betterment of individual’s performance.
It boost the motivation of employees to perform the activities- employees become motivated when their needs and requirements are fulfilled by the organization they work with a enthusiastic mind to perform effectively (Whitaker, and Gooze 2015). Skills and competencies improved from the individual development can help them to perform their task according the goals and objectives by motivating them.
In Unilever, the personnel development makes an effective improvement of productivity and product quality. They use their organizational structure for making better decisions and providing better way of dealing personnel. Their employees and executive are well experienced and qualified for performing their activities. 
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The situation where the development needs required to the individual is to find out for improving the skills and competencies. The personal and organizational development are integrated to each other we tend to achieve the expected results or best results by meeting the needs of the employees.  
Managers knows the ways of developing the skills and competencies of employees for the betterment of the organization and for the achievement of the goals and objectives. Training is a successful vehicle for personal or individual development. Managers sometimes does not understand the individual needs and requirements for the development and training is not only tool for developing the individuals (Anthony‐McMann, and Halbesleben, 2017).  Therefore, to develop the individual skills and competencies managers of a Unilever follows different tools and techniques that are explained below-
Understanding individual development needs- some skills are universal and organization have to give training in similar ways to everyone but there are some development needs that varies to the uniqueness of the employees. They have different skills, various level of understating and different responsibilities and objectives that make them different form others. Therefore, organization need to understand the development needs of the individuals that meet everyone’s requirements and can provide the suitable and right training for the right people. By providing these training the performance will increase, time, resources and money will save. 
How to develop people in the workplace-
There are six steps that Unilever have adapted from the American society for training and development’s strategic needs analysis that help to make better understanding people’s development needs- 
1-Review team members’ job descriptions: managers first review the team members’ job descriptions for assessing the needs of the employees. Employee’s job description reflect the requirements and qualifications for suiting a job (Faris, 2018). Mangers find out the requirements by reviewing the job descriptions of the employees. 
2- Meet with them: the second step is to meet one-on- one to each member of them organization who have development needs and requirement. The goal of the organization here is to talk about training and development to the employees for their effective development of career. By using the emotional intelligence, good questioning techniques and active listening to communicate with sensitivity and respect.  By using these tools, organizational leaders find out the real pictures of the employees needs and requirements. By meeting them, organization can get information from their body language and it is very easier to incorporate the steps by session or appraisal of performance.  
 3- Observes the employees at work: the next one is to keep eye on the employee’s works and their performance to get the information exactly what types of development employee needs. This indicate that their confidence, abilities and sufficiently will need key skill areas (Tattum, and Tattum, 2017).  The observation of the employees’ working, organization can confirm the assesment by setting some specific, time bound task for giving the opportunity to demonstrate employees new skills and competencies. 
4- Gather additional data: by observing the employee and finding out the requirements organization gather additional data from different sources. Information could include internal and external clients, past seniors and from co-workers. Here managers needs to ensure that they do not undermine the dignity of the employees. Unilever collects additional data for preparing the information of the employees from external and internal sources. 
5- Analyze and prepare Data: Data gathering from above four steps need to look closely for analysis and preparing data applicable to developments needs of employees (Noe, and Wright, 2017). Unilever analyze the data from above sources to decide the training needs of the employees. 
6- Determine action steps: In this step, Unilever determine the actions for developing the employee’s requirements and improving their skills and competencies.  Some training and development options are available for the requirements of the employees by preparing the information on the improvement. 
On the job training - this is the process of giving training to the employees when they perform their activities. It is very easy, time and cost effective way of providing training to the employees. Unilever use on the job training in different cases to improve the skills and competencies of the employees. 
Online training and E- learning:  training involves in online medium and employees can learn their required skills by online medium and e learning procedures. In several cases of the organization, employees need to improve their skills via e- learning. 
Mentoring and Coaching: Mentoring is the process of providing suggestions and helps to the employees regarding to their needs assessment who needs development. Coaching is the process of developing the skills of the employees by using classroom environment, provide the information, and required skills to the employees (Wang, Lu and Siu 2015). Unilever mostly use these types of development approach to the employees. 
Active training:  Training provide by games, group learning and practical exercise to improve the active listening and critical reasoning skills of the employees. In this approach, managers push the employees to work with team, get involved, and be engaged. 
Cross training: In these training, employees learn to work of their colleagues and they are able to perform that jo b effectively by getting the training and it lead to reduce the monotony of a regular activities performed by an employees. 
Instructor- led training: In this training process, an instructor or experienced consultant trains the group of employees in a classroom environment. In Unilever, manager use this approach to train the employees. 
In This stage, managers ensure that individual learning styles matches to the providing style of training because everyone learns from different ways and different procedures will be effective for large number of employees.  A cost benefits analysis is applied to the development of training decisions of the employees for getting higher benefits by the training procedures. 
Training needs assessment- Another important tool for evaluating the employee’s needs are training needs assessment of the employees for making sure that our employees are properly trained. When an organization thinks to develop the skills of the employees need to answer some questions about the people who needs training, what types of training they need and its importance this analysis refers as the training needs assessment. A structured way of answering above questions explains the existing skills and competencies of the employees and what types of development is needed for the person. Organization can develop the training or a source of training program addresses these needs. 
Performance appraisal and performance management of an organization for workplace achievement 
Performance appraisal- performance appraisal is the structural and systematic analysis and evaluation of performance of employees and make understanding of the abilities and competencies the employees and whether they need advancement of growth and development or not. The systematical ways of performance appraisal are as follows-
The supervisor compare the payments of the employees and the target plans on the employees, he analyses the factors of driving work performance of the employee, employees are in position for guiding the employees for superior performance. Some objectives are covered by the performance appraisal this are- for compensation packages it has to maintain the records of the wage structures and salary raises of the employee. By recording the strengths and weaknesses of the employees, they determine the development needs of the employees. Unilever use performance appraisal system to record employee’s information, provide extra benefits, compensation and other facilities, growth and development needs to their employees (Hildebrand, 2018). Some advantages of performance appraisal are- promoting employees by observing the performance appraisal of the employees. Providing compensation of the employees by considering the appraisal of the employees and so on. 
Performance management- the process of creating and maintaining a work environment where people perform their activities to the best and using most of their abilities and competencies. It includes the development of a clear job description for the employee’s recruitment, the orientation of employees in the organization in an effective manner, the offering of the employees are ongoing training, coaching and feedback necessary for their growth and development needs. The offering of the employees a very handsome compensation system that reward the employees contributions. According so expert- performance management can eliminate performance appraisal from the organization and some said to apply both in an organization. 

Organizational structure of Unilever
By considering, the organizations’ size and scope of operations Unilever understand operate their business activities within a defined framework.  Unilever set out their management structure for making faster decisions and providing responses with internal and external people. It creates a four- tier hierarchical structure for helping funnel information of the business and allowing the senior team to good decisions with the help of available data. 
[image: ]According to Unilever, they hold believe that structure gives them a suitable balance between organizational flexibility and corporate governance. In this figure of four tier organizational structure-, each level of the structure it serves different functions to concentrate for their core roles.  They have two executive directors Paul polman and Jean- Marc huet served as figurehead of the company. They have 10 non-executive directors serve as the independent in Unilever for their governance they have good background and well experience in their respective areas. The employees of second level of the structure are responsible for decision support and managing profits. Middle level of manager where the information system require and they have to perform their activities and have exceptional qualifications.
Figure 1Unilever organizational Structure, Source- Faris, (2018).
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The plan by which organization can meet the identified development needs and expectation of an individual may not clear from where it should start depend on the employees current state, organizational willingness and employees tendency to accept the new tools and techniques. In this section, we will discuss where we start for the development needs of the individual in an accompanying way-
Collect the feedback: it is clear that personal and organizational improvement starts form the understanding of the current state of the employee’s performance and activities. The process of understanding the areas where they need to improve.  Here both the strengths and skills employees have lacking can be found (Anderson, 2019). The collections of feedback from management, coworker, and different external sources can help to start with good initiative. 
Ask for feedback with example- everyone at their work can provide some valuable information in relation to any task or employees. Therefore, employees should collect feedback based on their activities and their skills. When the feedback suggests some requirement of skills and competencies for betterment of performance.  
Value the constructive criticism: criticism in workplace is inevitable therefor we should take it in a valuable way to make the work better (Cameron, and Green, 2019). These criticism help to develop the skills and competencies where these needs. 
Ask for mentorship or coaching:  Coaching is essential for providing the support and suggestion to the employees regarding their personal development. Mentorship will help employees to stay on track when they face any complexity or complicated situation it helps to get relief. Therefore coaching will develop skills and competencies very effectively to speed up the process of development.
Consulting with superior or managers: direct bosses or superior is the most important person who directly supervise the activity of an employee and can said that where they need to develop their skills. Superior can understand the goals of an employee’s career path; they appreciate and inspire to develop skills to reach the life career (Wang, Lu and Siu 2015). 
Finding outside mentor and making partner of colleague: if the company not allows mentorship within the company employees should find out some outside mentor for suggesting the required developments. 
Putting hierarchy of needs in order:  through the process of self-actualization personal development process occurs. Maslow suggested that human needs filled and next one is occurs to the self-actualization stage, there organization have to focus on the self-actualization of the employees for their needs development. 
Developing employees through enhancing your skills- When employees find out some, enhancing skills they try to develop these by improving different skills that skills help them to meet the future goals and objectives. These skills help employees to achieve the huge work success and get more satisfied in all areas of their personal life (Hyland Lee and Mills 2015). Here we will explain some skills that needs to individual development in an accompanying way-
Time management skills: completing task on time, having ability to organize, prioritize, and scheduling them refers as time management skills.  Developing successful personality critically depend on managing task and priorities. 
Eat the frog: Time management experts suggest that employees should start their working day with the most critical and unpleasant activities instead of leaving it. This process will contribute to the willpower and relieve from stress in the rest of the day. 
Start planning by scheduling important tasks: the most important tasks are taking into consideration for doing first and then secondary and minor tasks. 
Tight schedule is not friend:  there is importance to make some blank schedule and give some space for relief stress and sometimes several task needs more time than the estimation. 
Unit asking: an opposite of the multitasking, Unit asking refers the procedures for focusing on one activity at a given time. It is very healthier approach for the organization to focus on one task and give all importance to one activity. A huge step is personal development is mastering any workflow. 
Stress management:  physical and mental stamina is necessary for an accomplish career because everything of our surrounding do not go smoothly and we have to face some stress in that case. It is critical for the employees to manage stress timely and these routine activities sometimes may create stress to the employees therefore they can use meditation to reduce the stress and make multiple positive effects on our body and mind (Mohammadyari and Singh 2015). 
Taking time for Hobbies: the activity that people really enjoy have to put it aside our focus work. Personal development implies that doing things that satisfied you and make joy for you. The hobby will remain stress- resistant.
Conflict resolution:  workplace conflict is natural and employees have to develop the skills related to conflict resolution. It arises from differences in opinion, approaches, lead to hurt feelings, and sometimes falls the productivity of the company. 
Unilever use above mentioned plans for meeting the development needs and expectations of an individual who are their employees. They try to get employee feedback and they take measure in response to those feedback.  They provide mentorship program within the organization, they allows the constructive criticism of any one from the employees regarding any issues of Unilever. 
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Mechanisms for providing effective feedback to the individuals:
Feedback is an important way for replying someone by getting message or instructions or for their activities. There is an appropriate way for providing feedback to the employees that introduce fruitful results. We will explain nine ways of providing feedback in an accompanying way-
Pay it forward:  it an attempt to do a good did with colleague and asked them for doing the same for others in turn. It gives them greater job satisfaction and leave them skills for future career. 
Be very specific- employee feedback must be very task focused and crystal clear 
Do not wait for a quarterly review: that is the process of providing feedback very near of the event or activities of the employee (Pateman, and Williment, 2016). Quarterly review creates that problems are forgotten.
Make it one-on-one: employee must be criticize in single and never criticize them in publicly. 
End on a positive note:  feedback should be end with a positive note that help employees to improve their skills by own effort.
Use 3*3 methods: managers provide feedback by mentioning three strengths and three areas of potential developments in the feedback. 
Focus on performance not personality: Managers have to focus on the performance of the employees not their personality traits. 
Focus on individual efforts: mangers when provides feedback to the employees they have to focus on the individual efforts of the employees and have to mention in the feedback.
Employee feedback goes both ways: managers have to provide opportunity to the employees to speak up in the meeting for afterwards.
By following these nine ways of providing feedback, managers can ensure the appropriate ways for employee feedback and these motivate the workforce. Employees of the organization will be benefited as well as the organization get benefits from the open and more communicated environment where they can smoothly communicate to each other and employees get feedback in appropriate ways. 
Strategies for career development- the process of strategic decision making for getting career path and developing career is referred as strategies for career development (Brehaut, Colquhoun and Grimshaw 2016).  Some beliefs and values for career development strategy these are as follows-
Career choice, career development and the management of career must be proactive in lifetime processes. 
All the activities related to career must facilitate the processes of lifetime advancement.
These activities should be fully integrated to foundation program
 Career choice is an ongoing activity of developing job from one to another those crucial elements of it is satisfactions and fulfilment of needs of the individuals. 
These beliefs and values help employees to develop their career according to their plans and continuously they develop their requirements for reaching higher level of their career. 
Strategies for effectively managing career development:
Employees have to look back on that whether they go on the track of their career development. They have to look for a bigger picture of their career if they are happy to see their current position and in relating to their plans. In personal and professional life, it is helpful for employees in setting career that is enjoying. People can find out their interest and opportunity by assessing the strengths and weaknesses. Here we will explain five strategies for managing career development effectively in an accompanying way: 
Set and communicate clear goals: an important part of getting the objectives that we actually want to get. When an employee decide to make a clear path, determine and discuss with manager and their mentors it will provide an important reviews (McMahon 2016).  These process address some questions for answering to know the responsibility one have to perform, the projects one can lead, types of the company one want to work, the problem solving capacity one have and so on. These analyses help employees to get appropriate career and works that activities that they enjoy very much.
Create an open feedback loop: on time and high quality feedback, it may be positive or negative must provide a better understanding of employee’s talents and value creation.  Employees should have the ability to listen the honest feedback that can be positive or negative in nature and they have to adjust their activities based on the long way of value creation as an employee. The honest feedback help employees to find the correct career path and it is a means of refining original goals of individuals. 
Embrace new challenges: employees should work continuously on the ensuing results in proactive manner. That proactive nature of the employees lead to get them better career for the future and short term success. When there is any new opportunity comes to the door, employees should fits it with his or her career plan, raise their hand for catch it (Stewart and Brown 2019). First employees should understand the strategic vision of the organization for generating the most meaningful impact on personal and organizational goals. 
Create a portfolio of employee’s accomplishment: a work portfolio of an organization is a great asset for accomplishing career in advance. Work portfolio reflect the cover letter and resume it is a showcase for an employee’s passion and commitment to make a profession. 
Network: Network is the major part of career development of an employees that is a valuable skills for serving the enter career.  The more strong the network the more opportunity for getting new jobs, different industries and helpful advices for developing career. The network opportunities are around the employees.
Recommendations for Unilever for developing workplace relations and workplace achieved-
1. They have to develop workplace relations Unilever can maintain and use the leadership practices within the organization. 
2. They have to use to Metrix structure in making relations and to their internal and external members and maintain that relations for betterment of the organization. 
3. They have to apply all the elements of the four-tier hierarchical structure to get the highest benefits. 
4. [bookmark: _Toc26953621]They have to keep records of the employee performance and the way of motivating each individuals for developing the organizational relations as well as the personal relations. 
[bookmark: _Toc28912354]Conclusion
Relationship development and workplace culture help organization to get appropriate task from the employees. Personal development of the organization create environment where individuals and organization both become benefited and motivated to work for the achievement of the organizational goals. Some vehicles that ensures the individual development of an organization and by developing individual and addressing some identified development needs and expectations for an individual. Different strategies for career development help employees to develop career in a way that smoothly grow the opportunity for new jobs and promotions by using network.  
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