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The chosen organization is Nielsen Company Limited which is operating in the market research industry in over 50 countries across the globe. It has to be noted that as a market research company, this business organization is often required to be engaged in so many market research projects which also require the deployment of many employees in the project (Mooi, Sarstedt, and Mooi-Reci, 2018). In this regard, Nielsen Company Limited will be conducting a market research project for which proper employees need to be matched due to the fact that if proper employees are not matched with the required conditions, then it will not be contributing to a great extent to the success of the overall project. This report will have covered the critical evaluation of the development vehicles such as the performance appraisal tools of employees as well as the various techniques for performance appraisal available to Nielsen Company Limited. This report will also explain the effectiveness to which the development vehicles are appropriate in the identification and satisfaction of the development needs of individual employees so that they can meet both individuals as well as organizational success.
[bookmark: _Toc120141518]Critical evaluation of development vehicles
Critical evaluation of development vehicles (Mooi, Sarstedt, and Mooi-Reci, 2018). 
Nielson Company Limited is exposed to some performance appraisal tools and techniques which are investigated as follows.

Individual pay related performance
The first technique of employee development vehicles used by Nielsen Company Limited is individual related pay for merit pay. At Nielsen Company Limited the concept of labor efficiency expresses not only quantitative, but also qualitative results of labor, and also reflects the need for its economical use. By using individual pay related performance Nielsen Company Limited taking into account the quality of labor per unit of labor input. Upon assessing employee’s performance is created a list of the names of employees which individual performance is high, and Nielsen Company Limited will make that list to be known. The method is very easy to implement and the best and the worst employees can easily be identified from the list (Ijadi Maghsoodi et al, 2018). On the other hand, the IPRP vehicle has also been criticized because is not easy where a lot of employees work. The competition is high and also might appear envy between colleagues and this can create some conflictual situation at work. Nielsen Company Limited believes that an important role in solving this problem is played by the financial motivation of labor as one of the main factors of productivity growth.

[bookmark: _Toc120141521]Critical incident techniques
The Nielsen Company Limited also uses the critical incident technique as a way to appraise employee performance. In this method, the manager prepares the list of statements describing the effective as well as ineffective behaviours shown by particular employees. Upon the evaluation of these statements regarding employees, the outstanding or the poor performance of employees working on the business project will be revealed (Ishizaka and Pereira, 2016). In other words, in this method, the project manager maintains a record for each employee in the project team where he periodically records the effective and ineffective behaviours shown by the employees, after a certain time, the statements are evaluated to appraise the overall performance of the employee during the period (Ishizaka and Pereira, 2016).
It has to be noted that this technique involves some advantages. The critical incident technique offers an objective evaluation since it conducts a complete discussion of the performance of an employee. In addition to this, the recency bias of the manager or evaluator can also be avoided by this method because the most recent behaviours shown by the employees are often taken into consideration significantly by the evaluator. However, on the other hand, the use of the critical incident technique also has some limitations (Van Dijk and Schodl, 2015). The biggest limitation of this technique is that the negative behaviours of employees often catch the attention of employees. Along with this, the supervisor may tend to eliminate some complaints regarding the performance of employees as the annual performance review is conducted, as a result of this, employees will be mistakenly evaluated, which would badly affect the performance of the project. In addition to this, the utilisation of the critical incident technique requires a supervisor to observe an employee very closely, which may significantly disturb an employee (Phin, 2015). Also, the behaviours of employees are recorded by the manager who may forget to list the important or effective behaviours shown by the employees due to hastiness and carelessness.
360 degree feedback
 As the supervisor evaluates the performance of an employee, the statements showing the best resemblance of the behaviours of employees under investigation and assessment are checked by the supervisor (Kuswati, 2020). The utilization of this technique is very often used in the evaluation of the performance of employees working in a business organization. On the other hand, 360 degree feedback also involve some limitations in the practical world. The biggest limitation to the use of this development vehicle by Nelson Company Limited is that this method often takes a lot of time and lots of work. It has to be noted that the process of conducting this development vehicle is a very hard task. In Nielsen Company Limited the employees usually receive feedback and evaluation of their professional skills from their immediate supervisor. The 360-degree evaluation method is used to obtain confidential and anonymous feedback from people who interact with the employees during work. Respondents asked to complete a 360-degree questionnaire and rate employee competencies include: immediate and line manager; colleagues, including those he leads; customers, suppliers, customers, etc. The evaluated employee himself participates in the survey. This is necessary to compare the score given in the self-test and the one that was obtained as a result of the feedback. This is important because employees with average performance tend to overestimate their competence, and those who work productively, on the contrary, underestimate it, because they are characterized by perfectionism and self-assertion. What other conditions must be met for a successful evaluation 360-degree evaluation is the professionalism and personal qualities of a person are evaluated by different people with different statuses. The number of participants in the survey can be from 4 to 15 people. These are the people who, during work, communicate most often with the subject of the survey. Before distributing questionnaires to them, Nielsen Company Limited should make sure that their attitude towards the subject of the survey is unbiased (Bellé, Cantarelli, and Belardinelli, 2020).
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This business organization is also exposed to the use of confidential reports as a tool for employee performance appraisal. It has to be noted that this kind of tool is often used to evaluate the performance of supervisors and other managers. In this case, a confidential report regarding a particular supervisor or manager is submitted by the subordinates of that particular supervisor or manager on an annual basis. In addition to this, Nielsen Company Limited often uses this type of development vehicle to measure the overall performance of project managers and other supervisors in the organization (Bellé, Cantarelli, and Belardinelli, 2020). Like other development vehicles such as employee performance appraisal tools and techniques which have been described above, the use of the confidential report in the practical context of Nielsen Company Limited also has some limitations and advantages. The biggest advantage of this method is that the fear of subordinates is completely avoided since a report regarding the performance of the supervisor will be submitted confidentially. So, it would be effective in evaluating the performance of supervisors. On the other hand, the biggest limitation of this method is that subordinates may easily manipulate the actual information regarding the managers or supervisors in the confidential report, which will ultimately be ineffective for the project and the business organization as a whole.
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The social comparison theory plays a very significant role in describing the pattern as well as the dynamics of the appraisal of employee performance (Gentina, Huarng, and Sakashita, 2018). In other words, it has to be noted that the social comparison theory states that people tend to evaluate their own opinions, achievements, abilities and values in comparison to the opinions, achievements, abilities and values of others (Gerber, Wheeler, and Suls, 2018).
According to this theory, the overall performance of employees working in a particular business organization is always measured against their peers in order to get the actual feedback on the performance of the employees. 
In addition to this, the feedback intervention theory explains the reasons why feedback is not always effective in developing the subsequent performance of the employees. In other words, the feedback intervention theory takes into account some factors that significantly prevent the employees from improving their performance further from the feedback that has been received (Hysong et al, 2017). It has to be noted that the feedback intervention theory takes into account some other theories such as control theory, social cognitive theory, and goal setting theory into account in order to describe the effects of feedback upon the subsequent performance of employees.
The equity theory is also related to employee performance appraisal in a business organization. The equity theory states that the overall employee motivation in a business organization is to a great extent affected by the perception of fairness among the employees in the organization. According to this theory, fairness should be both distribution, process, and outcome fairness (Karlin, Zinger, and Ford, 2015). In other words, as this theory of equity estates if employees perceive that they are similarly rewarded as the other employees are, their motivation level will be improved further, and vice versa.
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	Development
Objectives

	Priority
	Activities to be
undertaken
	Resources
	Target
Start
Date
	Target
End
Date

	Evaluation


	Learning communication and coordination skills
	Communication and coordination skills must have to be learned because these are the key skills that coordinate a variety of activities in the project with one another. On a different note, it has to be noted that the coordination among different activities in the project results in the collective whole which contributes to the attainment of the goal. Also, the communication should be smooth and proper among the team members in the project for the market research without any hesitation.
	To develop the communication and coordination skills of employees in the project, six sessions on communication and coordination will be conducted by experts in the respective field in a large classroom
Every session on communication and coordination by the expert should be followed by a practical activity to demonstrate the communication and coordination skills among the employees

A weekly review of the development of communication and coordination skills will be conducted
	A large classroom

Experts in the respective field

The multimedia facility in the classroom

	Dec,2022
	Apr 2023
	The coordination and communication skill will be properly learned since practical applications will be available

	Developing note-taking and moderation skills
	This skill refers to taking notes from the responses of the interview of the respondents in the market research. Note-taking is important because the person entrusted with the responsibility of taking notes should have to screen out most of the unnecessary information and take notes of the Necessarily and important detail from the responses of the interview respondents. In addition to this, moderation skills must have to be learned because the moderator needs to direct the conversation with various respondents to the actual topic.
	Three sessions should be conducted online to teach the art of notetaking and moderation

After the completion of all sessions, the learners will be examined to demonstrate the development of not taking and moderation skills

	Online meeting facility

Uninterrupted Internet connection

	Jan, 2023
	April, 2023
	Employees may have some problems in moderation and note-taking unless the art is learned

	Gaining a strong foothold for data analysis
	Data analysis must have to be learned because without analysing the data from the responses of a lot of respondents, the findings can never be generated in a market research project. The success of a market research project to a great extent depends upon the quality of data analysis.
	Training for MS excel

Training for IBM SPSS

Learners will be examined after the completion of the sessions

	Availability of software on computer

Experts in the respective field

Classroom with multimedia facility

	Jan, 2023
	April, 2023
	Data analysis skills will be properly learned

	Gaining skills in findings presentation
	The presentation skill should be learned because the findings of the market research should be presented in an attractive manner.
	Three training sessions on Tableau

Three training sessions on Cognos analytics

Learners will be examined after the completion of all sessions
	Availability of software on computer

Classroom with multimedia facility

	Feb, 2023
	Jun, 2023
	Findings presentation skills would also be learned because of the availability of the facility

	Developing the management skills for managers
	The priority in this aspect for developing the management skills of managers who will ultimately make the market research project a success.
	Three special sessions will be conducted by management experts in a classroom setting

The managers will be given one month after the completion of the session to demonstrate the improvement in management skill

	A large classroom with a multimedia facility

	Feb, 2023
	Jul, 2023
	The management skill will be properly learned


Conclusion
[bookmark: _GoBack]This report covered the critical evaluation of the development vehicles such as the performance appraisal tools of employees as well as the various techniques for performance appraisal available to Nielsen Company Limited. As a performance appraisal tool for measuring employee performance, the 360-degree test is not always a good idea because the feedback focuses on behavior and competencies more than on core skills, job requirements and performance goals. Confidential report and Critical incident techniques are not always fruitful, can be ineffective for the business. The concept of labor efficiency is well rewarded at Nielsen Company Limited by using individual pay related performance.
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