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Human Resource Management – Siemens

[bookmark: _Toc80237657]Introduction
Siemens is a globally known electronics and electrical company. The corporate headquarters are in Munich, Germany. Siemens' global operations are managed from their Munich headquarters (Siemens, 2020). Siemens controls its domestic business in the United Kingdom out of its headquarters in Bracknell, Berkshire. Siemens has consistently ranked amongst the leading three electronics and electrical companies in the globe (Siemens, 2020). The business creates and produces goods and services for both residential and commercial customers. Industrial, electricity, and healthcare are the three primary areas in which it works (Siemens, 2021). Siemens is a large corporation that employs about 450,000 employees and generated yearly sales of £53 billion in 2008 (Siemens, 2020). The United Kingdom is one of Siemens' main significant corporate centers. Siemens' strategy to human resource management is a good demonstration of how to create culture-specific products and services. Siemens' personnel are the driving force behind its success (Siemens, 2021). 
Top employees emerge as a result of a society which fosters and promotes particular abilities in order to assist them accomplish not only work-related and also career interests (Nasir, 2017). Diverse backgrounds are not a hindrance in this setting. What matters is that exceptional quality is enhanced and that every employee is driven to do their best, resulting in amazing team outcomes and corporate strategic achievement (Troger, 2021). In this assignment, one will analyze the current as well as the predicted changes in the external environment, particularly as a result of the Covid pandemic in context with the human resource management of the Siemens organization. Moreover, the assignment includes the assessment and evaluation of how Siemens has responded to various external environment changes in this regard related to human resource management. 
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The global economy is rising at a rapid rate, and personnel must be prepared to compete at complete capability. The company may give such power in the form of talent management. The most difficult task for HR managers is sustaining employee talent through comprehensive training programs in the time of Brexit (Troger, 2021). The HR Managers at Siemens have a significant task in managing a diversified staff. All employees' cultural identities must be honored. Disputes must not arise as a result of mixing persons from different cultures in the workplace (Nasir, 2017).
Siemens considers its employees to be the main valuable element and source in guaranteeing the company's long-term management and growth. Siemens' global expansion has given a steady stream of attractive opportunities for all qualified and professionally committed workers (YU, 2020). Siemens believes in establishing a functioning atmosphere wherein management and workers come together to develop the firm and embrace future issues in a diverse context through supporting comprehensive Human Resources practices and a strong benefit plan (Quan et al., 2019). Therefore, Siemens guarantees that its employees are rewarded for their accomplishments (Troger, 2021).
Siemens' strategy to human resource management is a good demonstration of how to create culture-specific products and services. Siemens' personnel are the driving force behind its success (Kohnová, Papula and Salajová, 2019). Top employees emerge as a result of a society which fosters and promotes particular abilities in order to assist them accomplish not only work-related and also career interests (Troger, 2021). Diverse backgrounds are not a hindrance in this setting. What matters is that exceptional quality is enhanced and that every employee is driven to do their best, resulting in amazing team outcomes and corporate strategic achievement (YU, 2020).
Siemens is keeping a close eye on all elements of the Covid-19 crisis, analyzing any latest initiatives and adopting steps to safeguard its employees. Siemens would be impacted by the financial ramifications of Covid-19 (Siemens, 2020). Siemens Corporate Communications issued a corporate report on this impact in the late 2020 (Siemens, 2021). However, at this moment, it is not feasible to adequately assess the business effects. Siemens has been consistently adopting appropriate steps to safeguard its workers and clients since the Covid-19 outbreak occurred, and the firm would maintain to do so systematically (Siemens, 2021).
Siemens is trying whatever necessary to keep activities at its manufacturing sites and its operation up and running so that it could manage to assist its customers and partners as much as needed (Quan et al., 2019). It's especially essential in regions where the Siemens supply goods and services for critical facilities alongside clients (Siemens, 2021). The workers' and clients' health and safety are often a primary concern whilst also Simens management accomplishes this. And, of course, it collaborates cohesively with the necessary public agencies, labor unions, and disabled people's groups (Siemens, 2020).
The COVID-19 epidemic has offered businesses and workers innovative insights on work and work-life interaction (Siemens, 2021). Siemens has done extremely well in the past few months to gather their thoughts on their WFH experiences and how they'd want to cope with the new standard (Siemens, 2020). The large percentage of people claim they've been productive working from home and like possessing additional time for their families and oneself because they don't have to commute to and from work (Troger, 2021).
After COVID-19, Siemens believes this is really the method to proceed, and all businesses see the requirement to evolve and give more flexible working alternatives (Vnoučková, 2020). Siemens is one of the first companies to make a firm commitment to this approach (Siemens, 2021). Human resource management performs a significant part at Siemens with such a business approach (Kohnová, Papula and Salajová, 2019). Performance appraisal, development, and remuneration are particularly important in complex technology and operations unlike in the ordinary business, and globalization necessitates offering such services internationally. Siemens encapsulates the key principles of its HR strategy several aspects (Quan et al., 2019).
The new normal will most likely be a mix of office and home work. As a result, the Simens needs a salary and benefits package which can be tailored to each employee's particular office (YU, 2020). Some advantages could be ambiguous; for instance, workers might anticipate a certain quality office arrangement at home like they do at work (Brewster and Söderström, 2017). The Siemens has to strike a blend between high expectations and realistic considerations (Siemens, 2021).
Leading corporations are allowing their workers to keep working remotely whilst Covid-19 epidemic persists (Nasir, 2017). This tendency is one of the more well-received outcomes of the Covid-19 epidemic, which was otherwise disastrous (Brewster and Söderström, 2017). For business leaders, the option to work from home is pretty simple (Quan et al., 2019). Workers are more productive if they don't have to suffer demanding and exhausting trips, according to administration. Workers might perform their tasks without needing to work in an office, according to the results of the first work-from-home trial (Kohnová, Papula and Salajová, 2019).
The increasing work-from-home movement might be a huge success for numerous. Customers will be forced to qualify for employment situated anywhere in the United Kingdom if large businesses manage to embrace the remote-work movement. It would provide several more options for folks in an incredibly difficult employment environment (Troger, 2021). Siemens thinks that training is essential for an organization’s success, therefore workers get ongoing training (Vnoučková, 2020). Workers take ownership and happy as a result of the professional development, which promotes independence (YU, 2020). It demonstrates that staff is appreciated. Professionals should thus be eager to adapt and develop respective abilities. Workers should be engaged in training and development and completing hands-on training (Nasir, 2017).
As previously stated, workers at Siemens are provided access to the entire production process as well as the opportunity to collaborate, resulting in high work motivation (Kohnová, Papula and Salajová, 2019). Workers must consequently be competent to interact effectively with one another, be courteous, and assist one another (Brewster and Söderström, 2017). They must also be motivated to go internationally and obtain cross-cultural and cross-border encounters in order to enhance respective professions (Quan et al., 2019).
The expanding international commerce or globalization across the globe, that is enabling organizations to diversify and establish a presence in current and innovative economies around the globe, like the fast-growing industries of some of the most developed countries, are amongst the particular developments and shifts in the remote environment that are relevant to other international businesses, like Siemens. Furthermore, rising globalization is boosting market and placing more emphasis on firms including Siemens in regards of creativity, affordability, and performance (Nasir, 2017).
Furthermore, numerous patterns in the current political climate, like expanding economic uncertainty and ambiguity in some countries and territories all over the globe, intensifying extremism, and so forth, are influencing the processes of multinationals including Siemens in the context that organizations must be properly prepared to deal with the detrimental influence of certain abrupt progressive change (YU, 2020). Furthermore, shifting societal views of consumers and individuals throughout the globe, and also thinking patterns, interests, styles, and enhanced customer perception, are all influencing global enterprises, including Siemens (Troger, 2021).
Siemens is encouraging inclusion in the company's executive levels in larger numbers than it has ever been. Siemens has made inclusion a regular part of its business strategy up till this. Diversity is a requirement for Siemens' long-term success, according to Siemens' culture, given the scarcity of highly trained individuals and demographic shifts (Kohnová, Papula and Salajová, 2019). In the industrialized world, the availability of labor technical employees and supervisors is becoming increasingly scarce. This becomes this even more critical for Siemens to hire exceptional individuals and establish an atmosphere which includes taking on significant roles across the company, regardless of ethnicity, generation, sexuality, background, or ideology (Quan et al., 2019).
Siemens' strategy to human resource management is a good demonstration of how to create culture-specific products and services. Siemens' personnel are the driving force behind its success (Bombiak and Marciniuk-Kluska, 2018). Top employees emerge as a result of a society which fosters and promotes particular abilities in order to assist them accomplish not only work-related and also career interests (Bombiak and Marciniuk-Kluska, 2018). Diverse backgrounds are not a hindrance in this setting. What matters is that exceptional quality is enhanced and that every employee is driven to do their best, resulting in amazing team outcomes and corporate strategic achievement (Collings et al., 2021).
Siemens is trying whatever necessary to keep activities at its manufacturing sites and its operation up and running so that it could manage to assist its customers and partners as much as needed. It's especially essential in regions where the Siemens supply goods and services for critical facilities alongside clients (Troger, 2021). The workers' and clients' health and safety are often a primary concern whilst also Simens management accomplishes this. And, of course, it collaborates cohesively with the necessary public agencies, labor unions, and disabled people's groups (YU, 2020).
Like stated, workers at Siemens are provided access to the entire production process as well as the opportunity to collaborate, resulting in high work motivation (Bombiak and Marciniuk-Kluska, 2018). Workers must consequently be competent to interact effectively with one another, be courteous, and assist one another (Quan et al., 2019). They must also be motivated to go internationally and obtain cross-cultural and cross-border encounters in order to enhance respective professions (Kohnová, Papula and Salajová, 2019).
Demographic shifts and urbanization are on the rise. Such evolutions are having an ever-increasing influence on our planet. By 2050, the world's population would be expanded by nearly one-third, and the mean lifespan would be risen from 26 to 36, as per UN predictions (Nasir, 2017). Individuals are increasingly flocking to cities in pursuit of higher employment, learning, and a good future (Ivanova, 2021). For the first time in recorded history, the United Nations estimates that following year, greater individuals would live in cities compared on rural regions. In light of these changes, corporations such as Siemens will be faced with the problem of meeting the expanding power needs of an expanding community whilst preserving the planet (Nasir, 2017).
In a somewhat circumstance, development would be the secret to improving, because it would enable the firm to develop difficult, premium alternatives to satisfy the expanding needs of an expanding community in a most productive and economical approach possible (Collings et al., 2021). Sustainability is a key strategic element for Siemens. Sustainability is a fundamental element of Siemens strategic planning and provides a framework for the company's future commercial performance (Bombiak and Marciniuk-Kluska, 2018). Siemens is well positioned to handle future's marketing challenges; therefore, long-term viability is critical (Troger, 2021).
Siemens considers sustainability to be inextricably connected to its principles (Bombiak and Marciniuk-Kluska, 2018). Siemens considers sustainability mostly as commitment to a better fair global market and the supply of power, long-lasting goods and systems for Siemens' clients, with all of its complexities (YU, 2020). Sustainability is also a reflection of a sustainable workplace environment at Siemens, as well as an indication of strict adherence to legislation and requirements (Kohnová, Papula and Salajová, 2019).
The expanding international commerce or globalization across the globe, that is enabling organizations to diversify and establish a presence in current and innovative economies around the globe, like the fast-growing industries of some of the most developed countries, are amongst the particular developments and shifts in the remote environment that are relevant to other international businesses, like Siemens (Nasir, 2017). Furthermore, rising globalization is boosting market and placing more emphasis on firms including Siemens in regards of creativity, affordability, and performance (Ivanova, 2021).
Siemens is encouraging inclusion in the company's executive levels in larger numbers than it has ever been (Ivanova, 2021). Siemens has made inclusion a regular part of its business strategy up till this. Diversity is a requirement for Siemens' long-term success, according to Siemens' culture, given the scarcity of highly trained individuals and demographic shifts (Troger, 2021). In the industrialized world, the availability of labor technical employees and supervisors is becoming increasingly scarce (Quan et al., 2019). This becomes this even more critical for Siemens to hire exceptional individuals and establish an atmosphere which includes taking on significant roles across the company, regardless of ethnicity, generation, sexuality, background, or ideology (Nasir, 2017).
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Siemens is a globally known electronics and electrical company. The United Kingdom is one of Siemens' main significant corporate centers. Siemens' strategy to human resource management is a good demonstration of how to create culture-specific products and services. Siemens' personnel are the driving force behind its success. Siemens considers its employees to be the main valuable element and source in guaranteeing the company's long-term management and growth. Siemens' global expansion has given a steady stream of attractive opportunities for all qualified and professionally committed workers. Siemens believes in establishing a functioning atmosphere wherein management and workers come together to develop the firm and embrace future issues in a diverse context through supporting comprehensive Human Resources practices and a strong benefit plan. Therefore, Siemens guarantees that its employees are rewarded for their accomplishments. In the changing external circumstances, development would be the secret to improving for the Siemens, because it would enable the firm to develop difficult, premium alternatives to satisfy the expanding needs of an expanding community in a most productive and economical approach possible. 
Sustainability is a key strategic element for Siemens. Sustainability is a fundamental element of Siemens strategic planning and provides a framework for the company's future commercial performance. Siemens is well positioned to handle future's marketing challenges; therefore, long-term viability is critical. Siemens considers sustainability to be inextricably connected to its principles. Siemens considers sustainability mostly as commitment to a better fair global market and the supply of power, long-lasting goods and systems for Siemens' clients, with all of its complexities. Sustainability is also a reflection of a sustainable workplace environment at Siemens, as well as an indication of strict adherence to legislation and requirements. However, at this moment, it is not feasible to adequately assess the business effects. Siemens has been consistently adopting appropriate steps to safeguard its workers and clients since the Covid-19 outbreak occurred, and the firm would maintain to do so systematically.
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