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[bookmark: _Toc123752466]Introduction 
The main reason for writing this report is to develop a plan for a specific organization of choice that shows how the selected organization can meet the identified personal development needs and expectations of individual employees. For an organization to be productive and perform well, it needs to have good relationships with employees and care for their health and wellbeing to be effective and contribute so they can help the organization meet objectives. The organization selected for this report is Tesco Plc, one of the biggest food retailers in the UK that sells grocery items, clothing and services like banking, pharmacy, restaurant, financial and mobile. Different performance appraisal tools and techniques will be analysed to help develop the plan.
The report will start with a description of the chosen company followed by the analysis of the development vehicles like 360-degree feedback, management by objectives (MBO) and Individual Pay Related performance (IPRP) and show how effective and appropriate they are for Tesco in identifying and satisfying the development needs of the individual employees. The next section will cover the Professional Development Plan (PDP) with 5 clear objectives that will help the company identify and meet the development needs and expectations of employees to meet organizational and employee success. The report will end with a conclusion and recommendation considering the evaluation of the tools and their effectiveness if used by the company. 
[bookmark: _Toc123752467]About the chosen organisation
Tesco plc started as a market stall more than 100 years ago and it was founded by Jack Cohen. Today has become the biggest retailer in the UK with a market share of just a little over 27%. Has around 5000 stores globally and employs 3500 people worldwide and their aim is to serve the customers, communities, and planet a little better every day with affordable and quality products and services (Tescoplc, 2022). Is the leading online grocery retailer in the country having reported an estimate 56 billion pounds revenue only from the UK and Ireland at the end of the 2022 financial year (Bedford, 2022). Tesco’s main competitors are Asda, Sainsbury’s Morrisons, Aldi and Lidl. 
[bookmark: _Toc123752468]Performance management (PM) in organizations
Employees are a great asset for any organization as they are contributing to organizational performance, and it is very important for them to get the necessary training and development to help with performance. An organization is developing its people through the process called performance management. According to Armstrong and Taylor (2020) performance management is a planned process for increasing organisational performance through the development of individual and team performance. Is a process of feedback and an organisational intervention that involves the managing of people throughout the year. The basis of performance management includes prioritising, providing feedback, and deciding on actions, particularly development actions, determining training requirements and suitable pay and is an important process for the success of the organization (Reese and Porter, 2015). Mullins and McLean (2019) suggest that PM should be a two-way dialogue focusing on sharing organisational goals and informing employees on their performance and progress in relation to goals. The managers play an important role in the performance management process, they must hold performance reviews with employees or appraisals, normally set at the end of the year. These provide an evaluation of employee performance, are a significant source of employee feedback, and can be utilised for appraisal using techniques like self-evaluation, 360-degree feedback, and 540-degree feedback. The goal of performance management is to enhance the performance of teams, individuals, and organisations. With performance management, the managers will get to benefit as they will have the chance to set objectives for the employees, the team, and the company; engage and inspire employees; recognise their contributions; plan individual careers through talent management; and introduce important and relevant learning and development programmes to address employee needs. At the same time the employees can benefit as well as they will be able to talk with their manager about their current employment, their needs for training and development, and their future, they will be aware of what is expected of them, where they stand and what must be done to accomplish their goals. Sadler-Smith (2006) argues that companies that have performance management programmes like, for example incentives, feedback mechanisms, and learning opportunities, typically perform within or above the industry average.
Sadler-Smith (2006) argues that a major source of employee feedback, a structured set of techniques for organising and assessing individual performance is known as performance appraisal. Is an assessment of employee performance and methods like self-evaluation,360- and 540-degree feedback can be used for appraisal.  Performance appraisal is a formal and frequent evaluation of a person's performance by a line manager when prior performance is evaluated, new objectives are set, and training and development requirements are addressed (Mullins and McLean, 2019).
[bookmark: _Toc123752469]The 360-degree feedback
A 360-degree feedback is when several people evaluate a person's performance and then provide that person their feedback. The evaluators are normally their manager, colleagues and even customers (Armstrong and Taylor, 2020). The 360-degree feedback promotes a culture of excellence; increases self-awareness, encourage open communication between the employer and the employee the learning of new skills, honesty, and integrity.  Another benefit of a 360-degree feedback process includes strengthening ownership of performance and growth goals and fostering a culture of constructive criticism and discussion (Sadler-Smith, 2006). A disadvantage can be that the method can be unpleasant, people may not always provide direct or honest feedback, and there is a great deal of admin work involved.  Reese and Porter (2015) continue by pointing out that when using 360-degree feedback, special attention must be paid to the fact that it takes time and resources, the feedback can be biased by co-workers who may be competing for promotions, and it may not be appropriate to ask internal staff for feedback on others. 
[bookmark: _Toc123752470]Management by objectives (MBO) 
An organization's performance can be improved by clearly setting objectives that are accepted by both management and staff, this approach is known as management by objectives (MBO). It turns company objectives into individual ones (Islami et al., 2018). Monitoring and evaluating each employee's performance and progress in relation to the set objectives is a critical stage in the MBO approach (CFI Team, 2022). Using this approach helps giving employees a voice in goal planning and action plans promotes engagement and commitment among staff members and aligns organisational goals (Francis, 2018). According to Okolocha (2020) MBO is a useful management technique that improves productivity and considering that the employees are involved in the goal situation, it becomes sense that they would adhere and try to attain the objectives they have set. Islami et al. (2018) adds that is the most effective strategy for assisting staff in finishing their work and it gives companies competitive advantage. Also, through goal setting, MBO promotes self-management, individual engagement, and greater communication as well as improve relationships between managers and subordinates are improved. Some disadvantages include the fact that it takes time, there may be a variation in how different goals are interpreted, goals are challenging to define, and tend to be short-term and is important to agree on SMART objectives to prevent future issues. 
Planning, monitoring, and evaluation are the three management processes that make up the MBO process. The objectives are determined during the planning phase. The goals must be precise, measurable, achievable, relevant, and time-bound (SMART), then information about them must be shared with other organisation members.
[bookmark: _Toc123752471]Individual Pay Related performance (IPRP)
Reese and Porter (2015) argue that IPRP is the formal connection between performance and pay and finding the right pay arrangements is normally a step in the performance management process. Performance-based pay is sometimes used to maintain or raise performance. Although performance-related pay systems can be effective, they encourage behaviour that serves individual rather than organisational objectives As such they suggest  that is important to look at: the necessity for a management structure and culture strong enough to execute a performance-related pay plan; there is a chance that employees will prioritise getting a pay raise over organisational development goals; whether a minority should receive raises instead of the majority; increases that sometimes serve as demotivators for individuals who do not receive them. According to Armstrong (2014) performance related pay it is most suitable when performance can be measured objectively, in businesses with a performance-oriented culture, and for people who are likely to be motivated by money. The advantages of this are that it motivates; connects rewards to goals; addresses the need to be rewarded for achievements and conveys the idea that great performance is valued and will be rewarded. Some disadvantages are that it relies on performance evaluations; is unfavourable to teamwork; focuses on outcomes rather than quality; depends on effective performance management procedures and is very challenging to manage.

[bookmark: _Toc123752472]Professional development plan (PDP
The next section will cover the Professional Development Plan (PDP) with 5 clear objectives that will help Tesco to meet the development needs and expectations of employees. 
An action plan known as a professional development plan can be used to determine the specific objectives that a company wants to accomplish to define priorities. The PDP process helps companies like Tesco to meet the development needs and expectations of employees by creating goals and communicate with staff members, ensuring that each employee develops into a competent worker.
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	Develop strong and concise communication in your chosen company
	Is very important to establish a two-way communication and give a voice to employees.
	Speech, communication activities at work and identifying barriers in communication
	An empty room, finance, computers, professional speaker
	Present date 
	3, 6 months or 1 year
	To be checked on a regular basis and use verbal or written, face-to-face or through internet communication to accommodate preferences.

	Training and guidance for managers to deliver the performance reviews/appraisal
	Very important as mangers are reluctant to do appraisals and is a challenge for them.
	Training through coaching or mentoring-based leadership development programmes.
	Meeting room, finance, power point presentations. Professional workers.
	Present day
	Around a year
	Yearly refresher trainings or before the appraisal meetings.

	Continuous coaching and development of employees.
	Should be a priority.
	With the use of individual self-assessment sessions either as reflection or in writing.
	Own time, internet, computer, or phone to fill a questionnaire to assess areas of development. Meeting room.
	Present day
	In time
	Throughout the year.

	Employee Self-assessment /self-evaluation
	Very important and can replace the annual reviews.
	Self-reflection
	Own environment, at work, forms, internet.
	Present day
	3 months to one year to engage all staff.
	Throughout the year.

	Use of technology to improve communication and relationships between managers and employees.
	Extremely important
	Training on the use of new technology introduced.
	Computer, internet, handheld scanners, tills, machines,
	Present day
	Takes time to learn to use new technology, slow process
	Daily activities and practice.


1. Communication is key to form good relationships in the organization plus it improves performance. For example, giving a voice to employees it helps the company to deal with changes as employees need to know what the change is and how this affects them. Also, trust is built if employees are explained what they company is doing and why.
2. Meeting with employees to discuss their work performance is one of the most disliked activities managers must complete. Managers are confronted with a challenge through these sessions. On the one hand, managers must provide constructive feedback to help staff members perform better. Managers, on the other hand, dislike providing negative feedback due to the unpleasant emotions that it often arises. The company should train managers to conduct appraisals, guide them on how to manage difficult conversations, teach them how to give and receive feedback, how to motivate and how they can manage bad performance, through coaching or mentoring-based leadership development programmes. Even senior managers or HR professionals can provide coaching for them (Armstrong and Taylor, 2020).
3. Continuous coaching and development of employees can replace the yearly appraisal reviews that are not very successful suggest Armstrong and Taylor (2020). Instead focusing on defining employee’s own needs and skill areas they lack that can be improved with coaching and development as coaching and mentoring offers advice, guidance, support, and feedback. This way will benefit both the employees and the organization.
4. Self-evaluation can help managers with employee reviews and offers more regular continuous feedback.  It helps individuals to look at how much they progressed and identify difficulties or mistakes, areas they did good and areas they need help with. They can see what they like or not about their job. It can help employees be more confident and engage more in the appraisal process. They will be more motivated to learn new skills and set goals for improvement. It helps managers see how their employees feel and how they see their job, what strengths and weaknesses they have and this way the company can find training programmes suited to employee’s needs (Thompson, 2021).
5. Learning can be at own pace and convenience, trainings are quicker, can learn computing skills and even get instant feedback, social skills, efficiency, and teamwork are improved. Improves job quality and brings flexibility like working from home. In the case of Tesco is less likely as it requires people to be there. Company improves performance with the use of technology, and it has a competitive advantage by keeping up with the new trends.
[bookmark: _Toc123752473]Conclusion and Recommendations 
Performance management is just one of the processes that helps a company improve performance and it involves the development of employees and team performance. As such to improve employee performance Tesco can use different tools to assess their performance and identify their development needs. For example, the 360-degree feedback is a useful tool, a method to gather employee feedback through appraisals. Appraisal is a formal form of evaluation that involves assessing employee performance, setting new objectives in line with the company’s and find training and development areas that need to be addressed. Management by Objectives (MBO) is another tool that can help Tesco to improve performance. It involves the setting of objectives that are approved by the managers and employees as well and improves productivity, communication, and self-management through 3 phases: planning, monitoring and evaluation. Anther tool to use to manage performance is the Individual Pay Related performance (IPRP), a system often used by companies to maintain or raise performance by looking at the individual pay arrangements. This addresses the needs to be rewarded and connects rewards to the objectives.
Although these methods have advantages and disadvantages are useful tools that can improve performance nevertheless Tesco can change the performance management through continuous coaching and development rather than one annual and stressful review. And the recommendation for Tesco is to look at the following areas that need improvement to help improve their performance and meet individual and organizational needs. As described in the table above what can help Tesco improve performance is developing a strong communication, offer training to managers as they need to have the necessary skills to deliver employee reviews, offer continuous coaching and development to employees instead of resuming at just a review meeting once a year, look at guiding employees to self-evaluate themselves to help find their strengths and weaknesses and continue to use technology to improve communication and progress in the company.
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