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[bookmark: _Toc971137119][bookmark: _Toc1351979789]Introduction

The success of a business relies on the performance of it is employees

. The employees may work in the HR (Human Resources) sector, marketing sector, finance sector, R&D sector, customer service sector, and many more. The performance of these employees determines whether the business will be able to sustain itself eventually or not (Obisi, 2011). The appraisal is frequently used to motivate employees and improve their performance, which benefits the business organization. Some performance appraisal tools and techniques will be evaluated, and a discussion on the performance appraisal tools and techniques that may best fit Unilever plc, the largest FMCG (Fast Moving Consumer Goods) company in the world, will follow. This report will also propose a constructive professional development plan (PDP) for Unilever where five clear objectives will be discussed. This report will also include the suitability, feasibility, and acceptability analysis of the proposed objectives.

















· ing able to work in This is one of the skills t Being able to work in a team: 
· hhhjckckkkkvkkvkkvkkkbknlmThis ohe skills that I feel most comfortable with
· I can work alone as well as in a group. 
· working in a group helps work better organized and make customers happy. 
· Evaluation of the Development Vehicles
· [bookmark: _Toc343994129][bookmark: _Toc2129233331]Performance Appraisal Tools Available to Unilever 
Performance appraisal refers to evaluating performance, reviewing it, and discovering the employees' contribution employees in an organisation (Bayo-Moriones et al., 2020). The contribution of the employees is evaluated based on the growth of the business organisation in attaining market share, customer attraction, and retaining them. This also aids in making decisions regarding the raising of the employee’s wages as well as promotion. The performance appraisal tools and techniques help the higher authorities decide which employees should be trained more to increase their skills and strengths and overcome the weaknesses that they have. 
There are various tools and techniques by which Unilever can appraise the performance of its employees. Some of them are discussed here.
Ranking Method: Simply put, it is the method of putting a person in a ranked order. In the ranking method, the employees are put in a ranked position, testing their job performance. It also depends on another member who is working in a competitive organisation or the competitive group in a similar company (Aggarwal and Thakur, 2013). The key advantage of this method is that, through this tool, the ratter can easily rank who the best employee is and who the worst employee is. Their performance levels determine if they are adding value to the company and whether they should be kept in the organisation or not. This only talks about the standing of an employee in a particular group.  
Forced Distribution Method: In the forced distribution method, the performance of the employees is ranked based on certain categories. These categories are usually like superiority, being average, being below average or above average, inferiority, etc. The rankings can be expressed based on the percentiles as well. For example, the top 10%, the bottom 20%, etc. Forced distribution methods tend to eliminate the bias of the ratter (Lunenburg, 2012). The limitations of the forced distribution method can be found when it comes to distributing the salaries of the employees. Issues may arise due to differentiation in the salary distribution system and lead to low productivity, low morale, and increased levels of absenteeism.  
Critical Incident Techniques: In the critical incident techniques, the effectiveness of the behaviour of the employees is determined by the managers. This represents whether the behaviour or performance of the employee is outstanding or poor at the job (Aggarwal and Thakur, 2013). For example, if a customer relations officer patiently attends to the complaints of a customer and solves the problems of the customer with humble and polite behaviour, it is considered that the performance of the employee is good. As it is determined after a certain time, it is possible to conduct a thorough discussion of the employee more efficiently. The problem with this tool is that it may lead to low morale in the employee if the employee’s performance is measured as poor.
Checklists and Weighted Checklists: In this method, a supervisor is assigned to the employees to guide them and assess them. The checklist is prepared by the person or supervisor who is extremely experienced in that field (Cintrón and Flaniken, 2011). The more value that an employee adds to his or her job, the higher the weight is on that point of the checklist. It is the most frequently used method since it provides the best result in the evaluation of the performance of the employee. The main issue with this method is that it is too expensive as well as time-consuming compared to other tools of performance appraisal.  















[bookmark: _Toc2008298575][bookmark: _Toc592734569]Performance Appraisal Techniques Available to Unilever

Conventional Appraisal Techniques: One of the most common approaches or techniques of performance appraisal is the written evaluation technique. This evaluation technique is created by the supervisor of the employee. In this technique, the performance of an employee from various aspects is summarised by the supervisor. The list consists of the areas where the employee has put up an extraordinary performance, where he or she feels short, and the areas where the employee must work on to improve performance (Mahesh and Lee, 2013). To make the most of these appraisal techniques, the list of accomplishments of the employee and the list of areas where improvement is required is evaluated. Relevant data is also used to objectify the assessment.


Organisational and Job Competencies: Employee job competencies and organisational competencies are important behavioural aspects to evaluate employee performance (Jaeger, 2003). Some important organisational skills that create competencies among the employees are time management, communication, self-motivation, analytical thinking, etc. How the employee can cope with the organisation’s cultural competencies, such as customer focus, team performance, interpersonal skills, continuous improvement, and continuous learning, is assessed by their higher authority. Job-specific competencies of the employees are also important where the leadership skills, technical skills, and decision-making abilities are evaluated by the higher authorities (Jaeger, 2003). Such competencies have a positive correlation with job success and improvements in the position in the company.
Achievements and Accomplishments: The achievements of the employee in his or her job sector and the accomplishment of specific goals and objectives are overly critical for the employee. It is found from the research that growth depends on the unique strengths of the employees to accomplish a particular task (Cook, 2015). The employee must focus on the key job responsibilities he has in his designation, which are related to the organisation’s mission, vision, culture, and values. It will be considered a perfect employee performance appraisal if the activities of the employee can perfectly balance with the company’s mission and vision.


















[bookmark: _Toc979993254][bookmark: _Toc1784787341]Tools and Techniques that Best Fit Unilever
[bookmark: _Int_CXTmn0cX]Performance appraisal helps in increasing the quality and productivity of the business while reducing the cost of operations. Unilever is the largest FMCG company in the world with more than 400 brands (Gospel and Sako, 2010). The company’s management must devise strategies that focus on people, place, and performance. The company’s strategies help in increasing the productivity of the employees. Furthermore, the company's performance appraisal techniques can improve Unilever's performance, which drives improved employee performance at both the local and international levels.
Unilever would benefit most from using the "Checklists and Weighted Checklists" as a performance evaluation tool. It depicts the characteristics of a group or an occasion. The property might or might not exist, or it might exist to a simple scale-measured extent. The performance review, which looks at quality, quantity, time, and cost, is a way to guide and manage the career growth of an employee.
According to Cukier et al. (2020), performance appraisal standards can be divided into one or two categories. While the second category used a generic, ambiguous, or inconsistent approach to performance appraisal criteria, the first category specifically defined and measured the behaviours and dynamics of the appraisal interview. Controlling and evaluating human resources is just as crucial to Unilever as controlling and evaluating other organisational assets. Using the "Checklists" and the "Weighted Checklists" to review and analyse performance, it is possible to find out if Unilever employees are doing everything, they can improve their performance and work well for the company.
[bookmark: _Int_H10bmwAg]Performance reviews at Unilever can also make use of "Organisational and Job Competency approaches." Competencies, in their most basic definition, are the observable qualities and information that workers need to do their tasks well. Therefore, the whole total of a company's abilities, traits, and knowledge is what we call its "organisational competences." Throughout its history, Unilever has consistently competed with other fast-moving consumer goods (FMCG) companies worldwide by offering the greatest products to its target clients. When doing so, the organisation must pay close attention to employees' job-related abilities to ensure their continued professional development. Using this method of evaluating employees' performance, the firm can make sure its workforce shares its commitment to the future and focuses on the issues that matter most to its prosperity.

























[bookmark: _Toc399721859]I clone well as iEffectiveness of the Performance Appraisal Tools
Most companies continuously seek to improve their productivity. The performance appraisal tools and techniques help to determine how well the employees work together and what must be done to make the output of the company better. According to Idowu (2017), the organisation can control the performance of the employees using performance appraisal tools. Moreover, performance appraisal tools are very useful in increasing the motivation of employees to perform better in their organisational positions. It is considered that it makes him or her more motivated to perform better for the growth of the organisation. Moreover, studies found that an appraisal process supports an employee's ability to contribute significantly towards the creation and generation of new ideas. Using the performance appraisal tools, Unilever can assess the contributions of the employees in the company to its growth and determine who should get more training and who should be appraised for their splendid jobs in their workplace.















[bookmark: _Toc695935600][bookmark: _Toc620253800]Professional Development Plan (PDP)
A professional development plan is the process of documenting the required skills and knowledge of individuals or an organisation, as well as the goals and methods for achieving the specific objectives (Lieberman and Wilkins, 2006). The professional development plan will help Unilever set long-term goals and come up with plans to achieve them.  
	Development Objectives

	Priority

	Activities to be undertaken

	Resources
	Target Start Date

	Target End Date

	Evaluation


	To provide the teams with required opportunities to improve their leadership skills

	High

	Create a client list and use the list to find more prospective customers.
Extend the targets of the sales team.
	Employees and distributors

	September 2022

	March 2022
	

	To reach out to more community members

	High

	Create a client list and use the list to find more prospective customers.
Extend the targets of the sales team.
	Employees and distributors

	September 2022

	March 2022

	

	To reach out to more community members

	High

	Create a client list and use the list to find more prospective customers.
Extend the targets of the sales team.
	Social media handles

	December 2022

	March 2022

	

	To install tools and systems that can increase the productivity of the business

	Medium

	Increasing the number of productivity tools

	Software and machineries

	January 2022
	February 2022

	

	To implement digital transformation throughout the company

	High
	Stimulate local innovation and improvement
Identifying risk factors and managing them

	Employees, services, products

	April 2022

	April 2022

	

























[bookmark: _Toc96894156][bookmark: _Toc408434083]Suitability Analysis
When determining a strategy's suitability, it is important to consider if it addresses the major problems that have been discovered while analysing the organization's strategic position. The adequacy of a corporation's development objectives can be assessed by completing an assessment of the business environment, a company's strategic capabilities, and the influences of the stakeholders (Fang et al., 2021). Unilever is currently well-positioned to accommodate its efforts to improve its products and offer quick services. It has good relationships with the customers as well as the stakeholders. Customers and stakeholders both have a positive impact on the company's growth and have higher expectations of Unilever (Basak, 2016). Moreover, the employees of Unilever have good relationships with the higher authorities, and they are given enough freedom to make important decisions when necessary. The positive relationships with the customers can aid in reaching out to more community members. The ability to adapt to new technologies and innovations is appropriate for goals such as installing more productivity tools, tracking developments, and implementing digital transformation in the organization.














[bookmark: _Toc320644547][bookmark: _Toc1774039650]Feasibility Analysis
[bookmark: _Int_3laZQdpX]The challenge of feasibility is whether a company has the capabilities and resources to implement a plan or achieve a specific goal. Here, the tools utilised to assess the viability of the strategic target are the financial reports and the history of resource deployment (Cho et al., 2022). During and after the COVID-19 pandemic, Unilever's finances have done much better than those of most other FMCG (Fast Moving Consumer Goods) companies around the world. Its sales growth has been increased by 4.5% during the COVID-19 pandemic because of its timely decisions. The development objectives that are aimed at the professional development plan of Unilever are feasible in the sense that they have good financial records, and the new objectives can help them create more customer delight, engage more stakeholders, and bring success for the long term.













[bookmark: _Toc1313116774]Acceptability Analysis 

[bookmark: _Int_DFqPUEm9][bookmark: _Int_ASqYwBJr][bookmark: _Int_YtJoBfMA][bookmark: _Int_bSTctaEf]Acceptability has to do with how well a strategy is expected to work. The risk and return of a business can be used to figure out if development goals are reasonable (Bailey et al., 2020). Unilever PLC has a good record of accomplishment in adding new products to its line of products while getting good returns for the risk involved. The development objectives of the business are associated with various risks, but the expected returns from those are more than that. Both negative risks, such as monetary loss, prestige, personnel, etc., and positive ones, such failure to meet the strategy because corporate reputation is not enhanced or expansion channels are not developed, are identified, and dealt with by Unilever. The digital transformation of the company will be widely accepted as people do not want to spend much time on activities that can be done within in a brief time with the use of technology. Moreover, identifying financial risks and tracking the development records can also bring good rates of returns compared to the associated risks of failure in the management process. With proper managerial skills and the eyes of supervision, the risks can be overcome.













Conclusion
[bookmark: _Int_hGMjGEHL][bookmark: _Int_a2NmNHcV][bookmark: _Int_IN7z3SyJ][bookmark: _Int_PVszNcoK]Performance appraisal is an important tool to improve the performance of the employees in order to achieve long-term success for the business. There are several performance appraisal tools and techniques available to business organisations. This report suggests that the "Checklist and the Weighted Checklist" and the "Organisational and Job Competency" methods are the most appropriate for Unilever. Though these techniques have some drawbacks or limitations, they would best fit the company considering the current situation. A range of SMART (Specific, Measurable, Achievable, Realistic, Timely) objectives has been proposed for Unilever which would improve the performance of the company to gain more market share in the competitive environment. At the individual level of employee performance, the objectives will have a direct impact as well. The objectives are set in a way that can be declared suitable, feasible, and acceptable
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