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Introduction 
The purpose of this report is to critically assess the potential benefits subjected to an organization for developing individuals within the workplace. For this purpose, the case study of Siemens AG has been selected that is a global electronic and electrical business based in Germany and Munich. There are around 100 sites of Siemens across the UK that employs approximately 20,000 people however the country employs almost half a million people around the globe. It is a huge multinational company that contributes in, transportation, power, medical supplies, information and communication Furthermore; it is known to deliver its services in automation control and other financial aspects along with research and development.   The report will analyze the development vehicles of Siemens and the extent to which they meet the development needs of the individuals within the organization. On the other hand, the main aim of this report is to develop a plan and strategies for performance management and the personal and career development of individuals in the workplace. The report will highlight the management of an individual’s expectations in relation to their personal development. On the other hand, the report will discuss the contributions of this report in relation to the education for sustainable development. 
Development Vehicles at Siemens’ and the Extent of Meeting the Development Needs Of the Individual 
A High Performance Culture 
As a part of People Excellence, Siemens has developed an excellent high performance culture at the company that involves everyone. As per Paris (2017) a high performance culture is developed when all the individuals within an organization share common goals while trusting and valuing each other’s contributions. A knowledge worker is essential to develop a high performance culture as their valuable skills and knowledge the shared values within an organization and strong organizational culture lead to an identification within organization. Ross et al., (2017) state that a company is made by the employees and stands for norms and values which are vital features to establish dynamic culture. For employees to be a part of success and feel involved in business, it is necessary to set out clear expectations. On the other hand, observed that a concept of the role of goal unity within an organization enables all the individuals to align their skills towards the achievements of a common goal of organization. Siemens’ activities are based on effective teamwork culture. The CEO of Siemens’ states that since knowledge flows round the globe in lightning speed hence quality and teamwork are their valuable assets (Price, 2011).
Team and Individual Targets 
According to Mitchell (2017, p. 155) the success of a business depends upon the performance of teams, individuals and a total organization. Siemens has set up target for individuals and targets for teams in relation to this, target for individuals are directed towards the targets for the entire company and each members plays a significant role in achieving intended outcomes (Creating A High Performance Culture - Business Case Studies, 2019).
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Effective Teamwork (Creating A High Performance Culture- Business Case Studies, 2019)

While on the other hand, Benoliel (2018, p.225) observed that a high performance team comprises of members who towards shared objectives and share a sense of responsibility to achieve the results for the team and organization. Furthermore the results are improved with the performance of the team. Holtbrügge (2017, p.115) state that that according to Tuchman’s Teamwork Theory, growth of a team passes through four stages of forming, storming, norming and performing. Performance is achieved when people work together and combine to provide synergy. 
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High Performance Team (Creating A High Performance Culture - Business Case Studies, 2019)

Performance and Talent Management 
As per the given case study ‘Creating A High Performance Culture’, in a business like Siemens, performance management is highly essential for workers to maintain their good performance and encourage them to continue whole heartedly towards the objectives. Siemens make use of a Performance Management Press that creates a link between the plans of an individual and the strategy associated to the company. With the help of this, an individual within a company is able to achieve their personal targets alongside helping Siemens to achieve its intended outcomes. Moreover, the management of performance helps the employees to identify the impact of their performance and the consequences associated for their development (Siemens, 2020).
According to Smith et al., (2017) this process holds potential benefits for the employees as it creates openness and trust, allows to set objectives and monitor the progress and creates an on-going dialogue between the individual and manager. Employees are clear about the impact of their performance and what the consequences are for their development. Everyone within the organization is pulling together to achieve the business strategy. Raffoni et al., (2018, p.51) state that employees are motivated by managers and their performance is influenced when they strive to simply do their best. However, in contrast to this, Kehr (2019) argues that according to a goal-setting theory it has been evaluated that a goal setting is an essential ingredient in coaching employees as difficult goals lead to their higher performance. Specific goals lead to outstanding organizational and personal outcomes. Furthermore, outcomes of goal setting are also based on goal framing, commitment and feedback that also positively influence the performance of individuals. 
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Performance Management (Creating A High Performance Culture - Business Case Studies, 2019)
On the other hand, performance Management is a driving factor for talent management in Siemens. As per Acar et al., (2016, p.28) talent management within a workplace allows to sustain the pipeline of highfliers keep the customer-facing staff engaged hence it also yields benefits to the customers. The incorporation of a talent management model at Siemens ensures that employees are provided with support and guidance to achieve their goals and full potential. This enables to achieve the aims of the company, helps them progress while working towards their personal goals and sharing mutual dreams and visions.   On the other hand, with the help of this, the managers of Siemens are able to keep the employees motivated and engaged throughout the organization (Creating A High Performance Culture - Business Case Studies, 2019).
According to Lafzfroushan et al., (2019) a talent management model allows to match the talents with the tasks so that the individuals make best use of their skills which in turn leads to competitive advantages for the company. Furthermore, it makes way for job enlargement where the scope of job proves a broader range of possibilities. Furthermore, it provides job enrichment where individuals are provided with an opportunity to take on extra responsibilities that make work more rewarding. On the other hand, a study by Teodoro et al., (2016, p.564) state that the human Capital Theory explains the benefits of talent management such that the costs that are invested in the maintenance and development of talent employees is perceived as an investment for the benefits of the company itself. 
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Talent Management (Creating A High Performance Culture - Business Case Studies, 2019)
Human Resource Development Strategy 
As per Ruck et al., (2017, p.904) the development of human resource is targeted to encourage the employees to identify the aspects through which they can improve their career or working lives. The key features of Siemens’ human resource development strategy are targeted towards the motivation and development of its employees. For this purpose it makes use of the employee engagement. A special mention in meeting, personal letter, higher salary or promotion are Siemens ways of engaging individuals and making them feel values.  (Price, 2011). As per Young et al., (2018, p.1330) the employee engagement theory state that people are motivated when they are properly management and engaged. The concept of engagement allows an individual to make choices about how much of their personal self would be expressed and revealed in their work. However, it is necessary to ensure that the conditions of psychological safety, availability and meaningfulness in work are incorporated into employee engagement. 
According to Sya'roni (2018) the aspect of meaningfulness ensures that the employee finds their job meaningful enough to stay motivated which would justify the deployment of their full-self. Furthermore, feeling safe from negative consequences help the individuals to prepare to bring and display their full-self to the role. On the other hand, it is necessary for the employee to fell mentally and physically available to engage their full self in the tasks. Moreover, Claxton et al., (2014) state that the theory of empowerment provides an opportunity to the employees to engage and make the business decisions. However, only those individuals are empowered who are sufficiently engaged within the workplace. Thus the employee engagement is a combination of research and interdisciplinary expertise which are identified within an individual’s needs and the structures implemented by the company as supported by the Employee Engagement theory 

People Excellence
According to (Creating A High Performance Culture - Business Case Studies, 2019) people excellence is a part of Siemens global action plan that is concerned with human resource development and consists of four elements mainly increased global talent pool, high performance culture, strengthened expert careers and Siemens’ Leadership Excellence Programme (SLE). The global talent pool comprises of Siemens employees while on the other hand management training and highest level of leadership is provided through the SLE programme. In addition to this, with the help of people excellence, Siemens’ has provided maximum opportunities to individuals to refine their specialties. Thus, as a part of business strategy, Siemens caters to the needs of its employees with the help of People Excellence that relates to the management of people (Siemens, 2020). 
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People Excellence (Siemens, 2020)
According to Kothandaraman et al., (2018, p.1) everyone working at an organization are deeply involved through People Excellence. Furthermore, an individual within a company feels appreciated through responsibility and trust. It leads them towards engagement, better performance and strong commitments. According to the theorists of people management, motivation arises within an individual only when an individual feels they are doing something worthwhile. Mayo (2016) observed that According to an Expectancy Theory, an employee is highly motivated to display efforts only when they believe it will lead to good performance. For this purpose, it is necessary to understand the link between the goals of an individual with their efforts. Hence, Lloyd (2018, p.28) state that highest level of motivation to individuals is given by mangers by clarifying the expectations and strengthening their perception of efforts through clarification of performance expectation and desirable rewards tied to good performance 
Plan to Meet Identified Development Needs and Expectations of Individuals
Various different development vehicles in relation to needs of individuals of Siemens’ have been discussed. However, it is necessary to form a plan that includes a strategy to meet the identified development needs and expectations of individuals at Siemens in a more effective manner (Rudman, 2020) Lasrado et al., (2018) state that the performance of employees can be checked through performance appraisals in which feedback will help in improving their overall performance and deliver motivation by identifying the jobs well-done. This can be achieved through a confidential report that can only be viewed by authorized personnel. It evaluates the performance of employees to test the traits of attendance, teamwork, honesty, dependability and discipline. However, according to Atwood (2020) it is necessary to ensure that the provision of feedback to the employees is carried out in a manner of a two-way street and it must come with a deep level of empathy.  In addition to this, a performance appraisal also helps the company by highlighting the areas that need training or integration of human resources of the firm. 
On the other hand, according to Ahmad et al., (2019) tools for self-evaluation can be used which will enable the employee to assess themselves against a series of a certain criteria. A variety of mandated benefits can be provided to the individuals in the form of worker’s compensation which is an insurance covering the losses of a job-related accident or illness. Furthermore, a wellness program can be initiated within the company to prevent sickness of employees rather than paying for their ill-expenses. In addition to this Berger (2020) state that Cafeteria-style benefits provides an open opportunity to the employees to choose the benefits they perceive as essential for their personal and development needs. As per Mayo’s theory of Human Relations, in comparison to environment factors, employees are highly motivated from social factors such as inclusion or personal attention. 
According to Murphy (2018) inclusion of a skill-based pay in the salary program as a skill-based pay will be able to deliver rewards to employs on learning new skills that are beneficial for the development needs of the individual and the organization. In addition to this, inclusion of pay-for-knowledge will allow compensation of employees as a reward of learning specific information. (Hirsh & Jackson, 1996). Employee engagement is an essential vehicle of Siemens however this feature can be enhanced by the addition of carrier ladders which are job progressions in a specific occupational field of an organization. It ranks from highest to lowest on the basis of level of pay and responsibility. Furthermore, SHRM.org (2020) states that career paths are another aspect that allows career progression through dual, traditional vertical ladders and horizontal career network with chances of progression of career outside the organization. On the other hand Anstey et al., (2017) state that employee engagement is also enhanced by a career development strategy that provides the individuals with an opportunity to enhance their skills leading towards promotions or transfer to different positions. Furthermore, talent management is one of the development vehicles of Siemens. However, Clevenger et al., (2019) state that along with this, it is necessary to implement succession planning in the organization which helps in identifying and placing the individuals to right skills and capabilities in the right time and a right place. Moreover, on the other hand, it is necessary to build a progressive work environment with like-minded individuals. 
Education for Sustainable Development (ESD) 
As a student, this module helped in the development of capabilities, skills and knowledge required to develop and maintain workplace relationships and achievements. I was able to learn strategies for performance and talent management along with personal career development of members within a workplace. With the help of this module, I was able to identify that effective workplace relationships result in meaningful, sustainable and long-term connections. Moreover, the module provided me with a better understanding to develop the skills that are required to protect and enhance the economic, social and environmental wellbeing. 
Conclusion 
The purpose of this report was to discuss the development vehicles and the extent to which they meet the needs of individual in relation to Siemens. The report highlighted the importance of high performance culture and how it plays an essential role in driving the members of the entire organization towards a common goal. Furthermore, it discusses the vehicles of performance and target management that are essential within an organization to keep the individuals motivated to develop their personal goals while working towards the objectives of the organization. On the other hand, with respect to human resource development strategy, the employee engagement theory was discussed in which the people are given the impression of being safe, available and meaningful to help them invest their full self in the tasks of the workplace. Through this report, a plan has been developed that addresses ways to further meet the development needs and expectations of the employees. It directs towards performance appraisals through confidential report, tools of self-assessment along with career ladders and development strategies that help to achieve the satisfaction of individual’s needs.
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