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1. [bookmark: _Toc92467923]Introduction
Job satisfaction is a means of promoting fulfillment and pride for a work achievement among employees. Employee satisfaction is part of organizational management, which should not be ignored. Satisfied workers are likely to transfer their positive energy to customers and thus improving the profitability levels of the company. A case study discussion at the Menzies distribution company provides a clear report of development vehicles that meet employees needs and organizational success . The professional development plan proposes objectives and strategies and promoting the employee needs and organizational success further. 
2. [bookmark: _Toc92467924]Case Study
I joined Menzies distribution company in January 2019 as a sales and marketing agent. However, since I joined the company, I have been witnessing a high turnover rate especially among the experienced and skilled employees. Last year, 2020, two top notch engineers left their job without a valid reason. On the same year three managers of various department in the company also wrote a resignation letter to the managing director. This year, 2021, three more people resigned. Since then, the senior managing team and various shareholders have been concerned about the high employee turnover rate within a short span. Speculations have been made concerning the effects of Covid19 that has shaken the economy but continues to favors tech-savvy individuals who can work from their home. Probably, the call for a better pay is making them to quit. However, after careful consideration, the top management has decided to review the available development vehicles for individual employee concerning their development needs and that of the organization. 
[bookmark: _Toc92467925]3. Performance Appraisal Tools and Techniques
[bookmark: _Toc92467926]3.1 Management by Objective (MBO)
MBO is an appraisal method commonly used in the Menzies distributors company. It is through this method that managers and the staff members work together in identifying, planning, organizing, and communicating the right objectives to put in place in a certain period of time. The use of MBO in the company demands managers and the subordinate staffs to track progress on the achievement of the set goals and the possibility of realizing the objectives thereof. Validation of the set objectives has always been done through the SMART slogan that is defined by specific, measurable, achievable, realistic, and time-bound (Campbell, 2011). Periodic reviews are always conducted in the company annually and the performance of employees is measured by their work outcome. Individuals that show good results are often awarded with a salary increment. Employees that depict poor performance are either laid off or enrolled for more training. 
[bookmark: _Toc92467927]3.2 360- Degree Feedback 
Menzies distributors company also makes use of the 360-degree feedback to evaluate employees’ reaction from their work experiences and interactions with the company. The feedback is usually sampled from the people surrounding them, such as customers, peers, or managers. In most cases, this appraisal method has been preventing biasness in the preview of employee performance and it has also been revealing workers’ competence (Kanaslan & Iyem, 2016). 
The 360-degree feedback has been happening through various methods of appraisal. First, self-appraisal has been the most neglected method in the company because it requires employees to perform it by themselves. It is often characterized by biasness because employees majorly focus on reviewing their strengths and ignore their weaknesses. How many people can expose their weaknesses to their bosses anyway? Therefore, it is often regarded as a fickle and the most lenient appraisal method. 
Managerial review is the most common appraisal method of the 360-degree feedback in at Menzies company. It involves the evaluation and the rating of workers by their supervisors in the company of an evaluation team as well. Peer reviews are also highly regarded in the company. In peer reviews, the performance of an employee is evaluated by their colleagues. Kanaslan and Iyem (2016) state that it is the most relevant review because its evaluations an employees’ ability to effectively work in a team as well as their capacity to take initiatives and be dependable.  However, a few cases have been reported that friendships and enmity among the workers led to distortion of the end results.  
The 360-degree feedback has had numerous advantages in the company. First, it has resulted to increased individual understanding on their potential and the impact they have on the organization and its stakeholders. The appraisal method has also been the starter to activities like counselling, coaching, and other activities meant for career development. Menzies distributors company uses the 360-degree feedback to encourage their staff workers to venture more in developing themselves and in embracing change management. the appraisal method has also resulted to the integration of performance feedback with the organizational culture which as led to promotion of engagement. 
[bookmark: _Toc92467928]3.3 Behaviorally Anchored Rating Scale (BARS)   
BARS is another appraisal method commonly used at Menzies company. It incorporates both qualitative and quantitative aspect of the appraisal practice. It makes a comparison of the performance of an employee with certain behavioral samples that are based on numerical ratings. Armstrong (2011) confirms that “each performance level on a BAR scale is anchored by multiple BARS statements which describe common behaviors that an employee routinely exhibits.” In that way it becomes possible for an individual’s performance to be measured against the established standards applicable for their position. 
The BARS appraisal method operates by creating critical incidents that portray workplace patterns. That step is followed by editing the critical occurrences into a common pattern and eradicating traces of redundancy (Sharma & Sharma, 2017). The final step of this appraisal involves randomizing and making assessments about the effectiveness. Finally, the remaining critical incidents are taken up to form BARS that are able to measure workers’ performance. The advantage that this appraisal method has brought to the company is that it has established clear standards and has resulted to improved feedback. Additionally, it has resulted to accuracy in the analysis of employee performance. The method has also eliminated biasness in performance evaluation resulting to fairness that is hardly achieved from other appraisal methods.     
Recommended Appraisal Method for Menzies Distributors Company
[bookmark: _Toc92467929]3.4 540-degree Feedback    
Notably, the Menzies distributors company has been focusing on the discussed appraisal methods to evaluate employee’s performance. However, it has never made use of the 540-degree feedback, which I propose as the most suitable criteria for assessment for the company. According to Idowu (2017), the 540-degree feedback is made up of multiple appraisers such as self, subordinates, peers, vendors,  suppliers, and the top managers. Therefore, feedback can be received from all the people that the employee interacts with during their course of duty. The appraisal method makes it possible to evaluate the strengths and weakness of a person and it can also act as a motivation technique to the individual employee. 540-degree feedback is an advancement of the 360-degree feedback and the former is more inclusive of customer’s feedback.
The 540-degree feedback is important for Menzies distributor company because it will aid the company to survive in the competitive market place by gaining access to customers’ feedback. Thus, it will be able to meet customer satisfaction. Sharma and Sharma (2017) confirm that gathering information on customer perception can help in achieving a competitive advantage in the market place and it can also help the company in generating a unique selling proposition. The advantage of the 540-degree feedback is that it can locate problems that cannot be identified using the traditional feedback means (Sharma & Sharma, 2017). Secondly, it provides customer’s point of view unlike other appraisal methods. Lastly, it leads to a stronger business tie between suppliers, vendors and employees due to their close relations. Thus, the Menzies distributors company would benefit much by incorporating the 540-feedback method among their appraisals.       
[bookmark: _Toc92467930]4. Professional Development Plan for Menzies Distributors Company
[bookmark: _Toc92467931]4.1 Self-Assessment 
Armstrong (2011) defines self-assessment as an evaluation of an individual’s skills, knowledge, and interest in a certain profession. It allows the party to examine their current position in relation to their goals, thus being able to identify areas of improvement. Menzies distributors company possesses various skills, interests, and knowledge through its employees. However, there are also notable areas that the company needs to improve on so that it can boost their employee development needs and expectations. 
[bookmark: _Toc92467932]4.2 Positive Traits
First, there has been a fair selection of staff in the company. Staff selection has always been guided by information obtained from the individual candidates, through interviews, and from recommendations made by the candidates’ referees. Additionally, the company has been effective in considering staff selection factors in their recruitment process. Such factors are emphasized by Armstrong (2017) as crucial elements of consideration in staff selection. One of such factors is the application of domain experience. Menzies company has always ensured that the system developers in the organization have an experience and understanding of the application domain. Another factor considered during staff selection at the company is the ability to solve problems.
 Lewis (2011) confirms that the ability to solve problems is crucial especially for software engineers who have to constantly deal with technical issues in their course of duty. The interviewing process at Menzies includes providing case scenarios to candidates and assessing their ability to make the right decision if they were to find themselves in the same experience. Educational background and adaptability are also part of staff selection factors considered at Menzies since they determine the ability of the candidate to learn new skills and knowledge. Other staff selection factors put in place in the company include the ability to communicate well, positive attitude, and a personality that is compatible with other team members. 
[bookmark: _Toc92467933]4.3  Areas that need Improvement 
The major area that needs improvement at the company is on career development. The organization needs to set forth mentors who can guide the subordinates and upcoming workers in their career development. According to Lewis (2011), a mentor is supposed to offer insights on the company culture, provide feedback on individual’s progress on their career, and offer opportunities for visibility. According to the chosen case study, the high employee turnover is partly caused by lack of career mentorship. 
Another way of promoting career development at Menzies is through the application of the ‘Holland’s model of occupational personality types.’ An understanding of an employee’s personality type helps in positioning them on the right career path. According to the Holland’s model, realistic people value order and they prefer working alone. Investigative people are scientists, creative thinkers, and are always interested in ideas and not people. Social people like working in a team but they are not abstract thinkers. Enterprising people like to take positions of power and control and work well on clear goals. Lastly, conventional people draw their focus mor on details than on people. Notably, an understanding of personality type helps in diffusing conflicts before their occurrence. It also helps in appreciating diversity among people and also in finding the right career. 
[bookmark: _Toc92467934]4.4 Goals and Objectives  
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Criteria for Success

	Mentorship program
	Empower employees on career growth and development 
	· Mentorship classes
· Registration for interested employees
· Allocation of qualified mentors to a set group of employees
	Company finances
	01/01/2022
	01/06/2022
	Career specialization
Improved employee performance
Reduced turnover rates 

	 Coaching 
	Suitable management approach
	Coaching employees on;
· What to do
· Procedure of doing things
· The way to solve problems
	Company resources
	05/01/2021
	30/01/2021
	Improved employee performance
Developed ability to make valid decisions

	Employee Motivation 
	Need satisfaction;
· Social
· Esteem
· Self-realization
	· Provision of communal facilities
· Rewarding achievements
· Training
	Company resources
	31/01/2022
	31/12/2022
	Reduced employee turnover rates



 The development objectives can be achieved through the set strategies and activities. First, the mentorship program is intended to guide employee on their career development. It is important especially for the less experienced staff members. It makes use of the senior persons in the organization to provide knowledge on work culture and patterns for success. It also opens up a forum where employee can report their career progress, the challenges they are facing, and the changes they would desire to see. The mentorship program has the capacity to meet employee’s development needs and success of the company. 
Second, coaching is a suitable management approach that allows workers to participate in discussion. Therefore, there is a possibility of them sharing their grievances and other areas that are not developing them. Coaching also helps in incorporating workers in the setting of organizational goals, thus making them feel part of the organization and appreciating their opinions. In coaching, the management is able to receive specific feedback from employees and are also able to learn particular behaviors from them too. Menzies distributors company need coaches across all its departments. Kew and Stredwick (2013) state that coaches need support and training and therefore, the company is supposed to consider that. 
Lastly, employee motivation is paramount in the promotion of employee development and achievement of business success. Kew and Stredwick (2013) state that motivation can be achieved in several ways, such as by meeting employees’ basic needs, personal needs, or social needs. Social needs can be met through provision of communal facilities and in allowing informal information to be passed across. Another type of employee need is esteem; it can be achieved through awards and recognition for good performance. Lastly, self-realization needs can be achieved through training people.
[bookmark: _Toc92467935]5. Conclusion
The identified development vehicles used at Menzies distributor company have had a significant impact on employee development and organizational success. Management by objective has enabled employees to stay on the right track while focusing on the most important aspects of their work. 360-degree feedback equally has enabled the responses from individuals around the employees thus being able to track level of performance and effectiveness. However, it is necessary for the company to also include a 540-degree feedback since it captures direct responses from customers and people that are not around the 360-degree circle. Lastly, the proposed development plan is intended to further boost employee development needs and satisfaction while also benefitting the organization. Therefore, it is recommendable for Menzies company to adopt it for their next business level. 









[bookmark: _Toc92467936]6. Appendix: 300 words draft about Menzies Distribution Company
About Menzies Distribution Company
Menzies Distribution company is a supply chain organization that has been in the UK since 1833. It has been supplying products across the UK in all high streets and in remote areas that other delivery companies cannot reach. In 2021, the company was crowned to be the leading innovative business of the year by the UK Logistics. The company is led by the values of innovation and sustainability, which keeps it focused for the future. The major roles of the company are to generate fresh technologies and business models form supply and deliveries. However, the key difference between the Menzies distributor company and the other competitors is that it focuses on making its supply chain as flexible, valuable, and smart as possible. Currently, the company has an approximate of  2,681 employees based in the UK and it generates sales worth $ 1.23 billion per year. 
Menzies Distribution company has set forth various training and development vehicles for its employees. One of then is coaching. Coaching is a tool used in the company meant to develop high potential workers, especially potential future leaders. It instills skills essential for effective leadership and productivity. Besides, it is a criterion used for successful succession within the corporate ranks. Coaching is also used to enhance better communication skills among the employees. Some of the skills emphasized during coaching include active listening, confidence, and clarity of mind. 
The other training and development vehicle used in the company is mentorship. Majorly, employees are paired with team leaders in working together. The aim of mentorship programs is to sharpen employees’ skills while working together in achieving their personal career goals and that of the company. Therefore, coaching and mentoring are the basic training and development vehicles available at Menzies Distribution company. 
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