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[bookmark: _heading=h.30j0zll]Introduction
The proficient way of conducting work is part of an organisation to develop its own identity. It usually reflects behavioural and ethical patterns set in the industry to make sure behavioural standards are properly executed. However, every company has developmental plans for the employees to ensure expectations of individual performances according to the 360-degree feedback inclusive approaches are met with the company standards set by the additional standard of management by objective (MBO) proceedings. Thus, critical scrutiny of the developmental aspects should be followed to create a dynamic work culture at Uber. Therefore, certain criteria of a professional development plan will also be taken into consideration in this report to discuss the proper execution of these steps in an organisation. 
[bookmark: _heading=h.1fob9te]Critical evaluation of development vehicles in Uber
Uber has been an influential company in the car industry and is renowned for its efficient management of the employees to base its foundation in the market. Based on the study done by Hr.umn.edu. (2022), secured performances tool utilisation in the business structure to provide proper support to the supervisors of the company in a simplified as well as a sophisticated way allowing the management to track the developments properly. Hence, the taxi industry-based organisation is looking to handle the internal matters of the performance management process to align the employee relations in the right form of managing skills. 	Taken from the study done by Meijerink and Bondarouk (2021), Uber has been following automated performance management systems to ensure efficient processing of the evaluation processes among every employee existing in the industry at the same time. It is like a constant shadow over the head of the employees to ensure organisational prospects are taken seriously by them.
[bookmark: _heading=h.3znysh7]Setting goals
The Uber platform managers follow the workforce management in an algorithmic way by adding incentives like surge incremental pricing process, driver ratings and severe on-the-job training facilities to clarify the set goal for the employees (Eyert et al., 2022).  However, the critical process starts when a driver registers with the organisation on the extensive rules on the expectations set for them to perform properly. Thus, the inclusion of specific ways to enhance employee development with the addition of employee performance evaluations. Hence, individual CRM management skills to re-evaluate the performances of the employee in this section is maintained effectively. This process of frequent measurement has a major impact on the observation factor of the company to ensure charted plans for each and every employee exiting the company should be done in an analytical way. However, the bar set for these targets is made in realistic boundaries for the employees to get better identification of possible steps to improve their currency evaluation for a longer duration.
[bookmark: _heading=h.2et92p0]Frequent feedback
The constructive feedback to employees ensures step-by-step progression of the projected plans is done by the management to the employees to transfer the appropriate gathered knowledge about their performances (Ling et al., 2019). Uber services take care of proper feedback at the end of each performance schedule of the employees and also let them know about their evaluation in this period tyo make sure the proper exertion of these steps is marinated by the employees in between the next evaluation proceedings. Therefore, measuring key performance aspects of the employees is the prime factor for monitoring the improvements in the daily activities to indicate the right way of developing a liable sense of improvement among them. Alongside that, 360-degree feedback inclusion for the improvement of the employees with confidential as well as critical estimation of their performance improvements. The rating system of employees is a fluctuating one, as an individual cannot perform in the same productive way in every quarter of the evaluation. Hence, balancing out the rating process of the employees based on the over proceedings is the right type of tool to ensure balance out a technique to eliminate the possible barriers in the current structure (Orel, 2019).
[bookmark: _heading=h.tyjcwt]Revision of the reviews
The most efficient type of performance appraisal for the employees is to make sure once a year of the half-yearly process is followed by the company to let the employee know about his or her improvement areas. They have used a process called Top three bottom three (T3B3) to make the review section much more interactive (Maurya et al., 2018). In this process the company lets their employees list their top-three strengths in the top half and bottom three areas of improvement by themselves. Thus, the self-evaluation thinking process among them can be injected for better and easier assessment of the employees from the organisational developmental standpoint. However, a clear look at the review section is also amended by management to ensure the progression of the employees in the right areas of their skill development processing. Thus, a holistic decision on the improvement factors of the existing employees will only benefit the currently working staff in the company even more.
[bookmark: _heading=h.3dy6vkm]Explanation of the effectiveness of the development vehicles
The mentioned processes have been visible in the development of the employees as well as the enterprise on a larger scale of processing. However, the effective measurements of these aspects can be defined to rationalise the actual reason behind using these processes in their structure.
Ranking on the basis of set goals by the company toward their employees compares the effective work of a “whole individual” to another “whole person” in the same category of the working structure, as it is difficult to compare personnel from a different section of the organization due to deference in the skillset (Nilsson, 2018). Therefore, analysing the employee position in his or her separate section of the working prospects can be taken to evaluate their performance outcomes according to their acceptability. This is not a direct indication of how much better a person is for Uber or how much worse the individual is for the company; this is the only parameter for the employee development scale for the company to ensure the effectiveness of their structure is evolving on the employees as well at the same rate. Hence, analysing the performance level in a separate section of the department can be done to create a better appraisal system for employee feasibility.
Frequent feedback distribution to the employees on a regular can eliminate certain percentages of organisational pre-determined processes to ensure employees with outstanding merit can be placed in the right section of the workplace. Thus, proper effective utilisation of the 360-degree feedback tool to enhance the  appraisal performances of the employees and Their positional understanding of the workplace will be an additional benefit for Uber. The manager of the firm lists the prepared objectives based on the behavioural aspects of the employees to evaluate the representation of the scale of outstanding or poor utilisation of the job allocated to them. Another massive effectiveness of this vehicle in the organisational enhancement process is the frequent updating of the manager on critical incidents in the company to cast his opinion on the basis of these recorded incidents. For example, the consumer handling with patience to address customer queries from different age groups should come in a polite and prompt manner for his professional attributes (Mittal and Agrawal, 2022). However, this process comes with the additional pressure of close supervision of the employees, which may not be likeable for most of them. Therefore, a rising probability of conflicts between the employees can be seen on the work premises. Hence, it is responsible for the managers to take note of these disputes and also resolve such prospects to improve the environment and the collective approach of the employees. Thus, unloading a series of proper recommendations to the employees should be done to allow the staff to progress in the section during the feedback distribution proceedings.
In the reviews providing process, a large number of weightages to the description of the employees in a specific job are analysed properly. Thus, the scale of the recommendation allocated to the employee in Uber allows the supervision technique to be effective in each and every section of the company (Norlander et al., 2021).  Close description of the behavioural antics displayed by the employees aligning with the management by objectives(MBO) philosophical management to control the plans to ensure what better additions to the behavioural proceedings can be taken by them to ensure business standard in this section. Hence, constructing a separate checklist for each and every employee and printing the attributes shown by them in the workplace. Their familiarity with the adapting process for better execution in the workplace allows the employees to be suitable for the distinguished contribution done for the organisational progress in a grand manner. Hence, based on the study of Malos et al. (2018), contractual workers of the firm also get the proper platform to showcase their creativity in the workplace during this evaluation period. However, if the revision of the review process allows the employees to get a positive evaluation of the employees, they can be allowed to work in the company on a full-time basis. Although that depends on the management to make the final call for the employee recruitment process.
[bookmark: _heading=h.1t3h5sf]Professional development plan 
SMART DEVELOPMENT PLAN 
	Development objectives
	Priority
	Activities to be taken under
	Resources
	Targeted
Opening date
	Targeted Closing date
	Evaluation

	Enhancement in technical abilities
	High
	Proper segmentation of technical abilities of the employee
	Hands-on training with usage of the 
	24/07/2022
	26/09/2022
	Providing actual situation handling ideas to the employee to make him ready for the consumer handling in the late period. In addition to this, involving the employee in several on-the-job training processes will make sure he attains the prospect of technical skill development.

	 Implementation of Team working mentality
	Mediocre
	Inclusion of group projects in the work modules
	Group working segments
	30/9/2022
	22/10/2022
	The employee will be able to work much more efficiently if he is open up to the idea of his team members about the different ideologies of several individuals.

	Increase in Workplace responsibilities
	High
	Several segments for the developmental works among the workers
	Proper utilisation of the employees' social responsibilities 
	10/11/2022
	11/2/2023
	Workplace responsibility will enhance the idea of workplace standards in Uber. Therefore, the staff will be able to derive their individual ideas of workplace improvement the set aspects to match with the company standards. However, this prospect is a common idea for the employee to be able to adapt to the possibility of further development in the workplace.

	Individual creativity enhancement
	Low
	Utilising the e-learning platforms 
	Extra virtual videos for the employee to learn from the model of the workplace.
	10/03/2022
	26/04/2022
	Creative development follows the process of learning and implementing the learned aspects in the workplace environment. Thus, extra awareness about the current trends in the motor vehicle industry will increase the thinking productivity of the employee to make sure he follows those processes to get better in his own evaluation will be vital for the employee as well as the employers for their own benefit.

	Proper Time efficiency
	High
	Timekeeping management
	Bio-metric tools to measure the time of the hour-based working process
	05/05/202
	07/08/2023
	Stopping the process of the time-wasting tactics will ensure better management of the time in the workplace for the employee of Uber to derive this extra time in the critical aspects of the workplace to improve the staff efficiency. In addition to this focusing on the employee to work on an hourly basis will also let him focus on the singular tasks of the workplace and evolve into a better and ideal employee of the organisation.


In the above discussion, the focal point of the PDP was to make sure Uber is getting the best out of the employee to get better financial and non-financial outcomes for the company. However, The proceeding is time-consuming and lengthy in a manner for a company of stature to evolve its current structure into this newly added structure, as the employees are sculpted in a way to be used to the regular framework of the workplace and might be hesitant to apply such changes to their daily work lifestyle. Hence, educating the employee about the importance factor of following such an effective PDP plan will be an essential aspect for the business to grow in stature furthermore. Similarly, the organisational benefits of the company will also depend on the employee perspective to continue the learning process and inclusive practise of those learnt professional modules in the right area of the workplace activities. Therefore, the massive impact of the PDP practices on the daily life of the professional staff on the organisation's premises will be rather beneficial than deductive. However, individual development should be done while keeping in mind the bigger picture of the organisational improvement to make the proper executive decisions. 
[bookmark: _heading=h.4d34og8]Recommendation and conclusions
The following recommendations could be made-
- Conceptual processing of the management objectives based on the MBO constitution of Uber
- Uber can materialise their employee targets with the controlling manner of the employee-involvement framework
- The organisation can improve their philosophical management prospects with the follow-up of MBO
The discussion done in the report is based on the idea of employee developmental processes used by Uber to make the employee development needs a standard-based segment in the organisation with the additional aspect of MBO guidelines. In this process they have taken a few productive steps already to make the right strides in the industry, however, the room for improvements is still there for the organisation to have a proper look at it. Thus, following effective PDP measurements in the business will be essential for employee skillset development to enhance the organisational goals on the larger scale of the car-vehicle industry for brand expansion massively. Therefore, these improved and polished productive approaches are taken by the company to improve its effectiveness in the global sphere to redirect the company ideology for the betterment of the company standards.
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