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[bookmark: _Toc107315429]1. INtroduction and performance management 
Trade Planet Ltd
Performance management is a year-round, continuing process of communication between a supervisor and an employee that helps the business achieve its strategic goals. Clarifying expectations, establishing goals, establishing targets, giving feedback, and assessing outcomes are all parts of the communication process.
An organization's strategy for managing performance through people and developing the skills and capabilities of its human capital, thereby enhancing organisational capability, and achieving long-term competitive advantage, includes a number of interconnected activities and processes that are treated holistically as a critical component of the performance management system.
That system conceptually develops from the organization's goals via the processes of planning, monitoring, and reviewing. It functions as an ongoing, self-renewing cycle.
Trade Planet ltd. is a starter small-scale producer of organic yogurt on the Dorset Market (Bournemouth, Poole, Christchurch)
As HR manager I need to introduce and apply Performance Management Techniques to optimise and evaluate the working process of the employees in the organisation.
The practise of coordinating individual objectives with the strategic goals of the business is a crucial component of performance planning. (SMART goals)
Planning 
The objective is clearly stated, including specifics on what is to be accomplished, how effectively it must be done, and why it is significant.
In the following 12 months the goal is to grow up the business and expand the staff and the equipment. The target is +1 more pasteurising machine and +2 more employees. 
To do that we need to stick to the smart metrics and the sales goals, PDP and effectively next step is Monitoring.
The communication between the Supervisor and the Employee is very vital for the processes to accomplish the objectives within the organisation.
Monitoring the progress, communicating, and seeking feedback, identifying goals and the needs of the employees Is essential second part of the plan for Trade Planet.
The procedure of monitoring must consider the fact that a yearly exercise in defining objectives is probably not suitable in these unsettling times. A reassessment of the objectives is necessary as conditions and needs evolve.
Setting up Weekly 30 mins sessions for feedback in my Office will improve and help to monitor the process effectively.
Analysing the data from the Sales and the perspectives for new clients are essential for Trade Planet success in the process of Monitoring
Reviewing.
A yearly (typically) focus point for the discussion of important performance and development concerns is traditionally provided by formal performance evaluations. By guiding full compliance, they enable the completion of the performance management process and frequently include some sort of evaluation.
Seeking constant feedback from all departments with up-to-date analysis of the current figures and the current Yogurt market situation and growth is on the table for Trade Planet ltd. 
Following simple structure will improve Reviewing:
· The review must be grounded in the actual performance plan.
· Partners should engage in conversation during the review
· The review should be undertaken in the form of a conversation between partners.
· Employing an enabling approach, managers should coach and offer assistance and direction.
· Performance concerns ought to have been addressed as they arose over the year, so there shouldn't be any surprises.
· Positive Feedback should be offered on both the things the person did well and their areas for development.

Rewarding
Reward management is a process that is founded on a philosophy and guiding principles and is carried out through a reward system that consists of several related reward activities. By ensuring that top talent is attracted, maintained, and motivated by awards that recognise their worth and contribution, effective reward management may have a substantial impact on the success of the business.
Designing, putting into place, and maintaining reward systems are all examples of reward management in action. These are made up of reward processes, practises, and procedures and cover topics like how to value people and jobs, how to design and manage grade and pay structures (base pay management), how to reward and recognise accomplishments and performance, how to offer benefits to employees, and how to put reward management procedures into practise.
In Trade Planet, we developed different bonus and rewards initiatives. 
For example, there’s option for the employees exceeded their week targets, to finish earlier on Friday. 
From last month I have introduced a family voucher scheme for the employee’s families.
Every month different employee’s family gets a 50-pound voucher in a local restaurant, which is our client as well and I’ve got also discount on those vouchers.
In the same way I reward the employees, but also, I support the local business community. 
Motivation is key to success in every business environment, the way of communication with the employees with appreciative attitude will be positive for Trade Planet ltd.
Expanding the Bonus and Rewards scheme initiatives are also cindered soon, depending on individual results.

Next on the report is evaluation of the development vehicles for Trade Planet.

2. developing vechiles for Trade planet ltd.
Some companies can apply different strategies.
Trade Planet will evaluate and adopt 360-degree feedback.
A 360-degree feedback is when several people evaluate a person's performance and then provide that person their input. The assessors often consist of their manager and direct reports, although they may also occasionally include co-workers and even customers. Additionally called multi-source feedback.
Organizations are increasingly using 360-degree feedback for performance reviews to get data from a variety of sources. It includes searching via many sources for an employee's betterment.
The purpose of 360-degree feedback is to reveal each person's strengths and weaknesses and the areas of their work that need coaching or help. It should be mentioned that a manager, coach, or trainer must oversee the whole process of obtaining feedback.
Depending on the feedback, a member of the HR department or an outside consultant may offer individuals expert counselling and coaching.
If the system's primary goal is growth, as it should, the decision to act can be left up to the individual as part of their personal development goals, but if both the individual and their manager have access to the information, the planning process may be shared.
Advantages:
· The primary benefit of 360-degree feedback is that it offers a more comprehensive understanding of a worker's strengths and limitations. In contrast to managerial evaluations, this involves input from a variety of sources, including as peers, direct reports, and a self-evaluation by the individual being assessed. Consequently, the feedback they receive from various groups will demonstrate if someone is excellent at managing their staff but less so at communicating with top executives.
· A manager only sees one side of a team member, yet they might not be managing their team members or communicating with peers as effectively as they might. 
· Trade Planet's HR can evaluate a significant quantity of company-wide input using cutting-edge AI technology and gain a thorough understanding of the strengths and shortcomings within teams.
· People may use it to understand how the company views them.
· Employees may not have believed their effort was obvious, but seeing that it has been acknowledged by peers, direct reports, and supervisors may be quite motivating.
· It provides staff with the much-needed chance to provide and receive feedback.
· Over half of respondents in Qualtrics' State of Play 2018 study on employee engagement said they preferred to be surveyed at least once every six months. Employees can communicate their likes and dislikes regarding each group of co-workers they work with through the 360 Feedback process, which is one of the most thorough and gratifying ways to do this. Also, learn what they could do better and what they are doing well.

Disadvantages:
· Overly controlling management might prevent honest feedback.
· When employees realise that supervisors are aware of who has said what, they may be less inclined to provide honest feedback. And even if their name and position are concealed, there can be other obvious indications of who provided the comments. They can also believe that by providing any feedback at all, they are somehow damaging a fellow employee.
· It could start concentrating on criticism.
· If someone is too kind or giving, they could use it as a chance to avenge themselves or just think negatively. It's crucial to keep in mind, though, that 360 Instead of being the root of a poisonous business culture, feedback might reveal its symptoms.

In Trade Planet case, the 360 degrees can improve company’s overall efficiency, maximise the productivity which will lead to a quality and sustainable product, which we can offer to the Dorset market.
The intended implementation of PDP and corporate policies will determine how the 360-degree feedback affects employees in Trade Planet.
Trade Planet will adopt 3 simple step plan in order to build the 360 degree feedback:
1. Developmental goals. Knowing an employee's growth objectives and overall strategy aids in directing 360 feedback inquiries to the pertinent subjects.
2. Skills. Managers, HR executives, and workers may easily understand their areas of competence and those where more training is required by tracking employee capabilities.
3. KPI targets. When giving 360-degree feedback, examining an employee's present position in relation to their goals might assist to concentrate priorities.
Trade Planet's HR department can provide comprehensive reports with a wide range of data thanks to performance management software. The data acquired throughout the 360-degree feedback process can be used in this data analysis.
Employee performance may be analysed across a variety of parameters using data based on the rating system set up in the early stages. This helps me as HR to understand how company’s employees' performance has evolved over time, what problems have been fixed since prior assessments, and any brand-new issues that need to be addressed.


















3. PERSONAL DEVELOPMENT PLAN


	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	Improve communication skills in Trade Planet
	Very very important 
	Speech, communication activities at work and identifying barriers in communication
	professional speaker, empty room
	Present date 
	1 year
	Monthly 

	Improve employee’s wellbeing 
	Very important 
	Improve bonus scheme, offer private health insurance and more benefits  
	Finance 
	Present date
	1 year
	More income / sales 

	Professional diary production training 
	Very very important 
	Take part in training courses for working with professional diary equipment (pasteuriser, incubation machine, product line management)
	Professional licensed person to do the training, empty room, finance 
	Present date
	Permanent
	Monthly 

	Supporting local community and charity events 
	Important 
	Find and support local charity and engage in community events, popularising TradePlanet
	Finance, Research 
	Present date
	1 year 
	3 months 

	
	
	
	
	
	
	

	
	
	
	
	
	
	







4. recommendations
As manager and HR, I need to look also how other companies regain top talent.
Improve the communication skills in the company.
Regularly provide feedback. Setting clear expectations is the first step in receiving feedback, which is maybe the most beneficial component of this procedure. As an HR, I need to set goals for the team to aim toward as it continues to complete on-the-job opportunities.
Be patient and examine the job each employee has completed so far, being careful to mention both accomplishments and shortcomings without passing judgement.
Time management. Prevent being overwhelmed with work by taking proactive measures. I must figure out how much bandwidth I have before shaping opportunities. Given the other tasks on my plate, how much engagement and support am I as a manager capable of providing? It's important for me to have reasonable expectations of myself and the staff as well.







Conclusion

Leadership with compassion is not a light idea. It is backed up by a convincing business case that demonstrates the intended results, like greater relationships, increased motivation, and higher levels of job satisfaction, all of which can result in increased performance and productivity. 
Since a compassionate culture foster trust and openness and gives individuals the confidence to address any health difficulties and receive the care they need, it should come as no surprise that there is a substantial relationship between Performance management and exceeding the goals that Trace Planet has. Therefore, Employees need to foster a positive work attitude which will result in overall success of the company.
The fundamental ideas of empathy and comprehension are the foundation of user-cantered design. Just as a business must understand what its customers need to give the greatest products, managers must understand what their employees need to provide the finest learning opportunities. Asking questions is the most efficient method to do this.
Establishing an environment where people feel they are valued enough as individuals to be given the time and space to grow requires treating every challenge the employees face as an opportunity for practise and growth, whether it be something personal, like improving communication skills, or practical, like learning a new technology. Additionally, it allows me as Manager the option to assist the staff efficiently upskilling and reskilling as necessary as new challenges develop outside of official training sessions and in the course of regular job activities.
Promotions not only give employees a clear route to higher pay and responsibility, but they also make them feel appreciated and important to the company's success. Education and staff development are therefore crucial.
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