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[bookmark: _Toc86680345]Introduction
This report will critically analyse and assess the benefits of the individuals working for Bentley. The report will evaluate the expectations of individuals keeping in mind the personal development of the individual. The development vehicles that are available in Bentley will be critically evaluated and discussed. The report will explain and examine the different methods adopted by Bentley to fulfil the needs and requirements of the customer to see if they are successful in meeting the demands of the individuals. The study will further discuss and suggest a detailed plan that can be used by Bentley to meet the needs of the workers in the workplace that are identified and acknowledged by the organisation. The study will shed light on the ways by which Bentley can manage the performance of the company. 
[bookmark: _Toc86680346]a) Evaluation and discussion of the development vehicles (Performance appraisal tools and techniques) of Bentley
Performance appraisal refers to the process and methods that include measures of systematic nature to ensure the estimation of the personality and performance of the employees working in the organisation. The performance and appraisal model are generally used by the managers as well as the immediate supervisors to assess the attributes that are predefined by the organisation. The attributes involve the skillset of the employees, the knowledge and awareness about the assigned role, the attitude of the employees and the punctuality maintained by the worker (Idowu, 2017). The model brings into light the development activity that is practised by the organisation to improve the acquired skills, knowledge and abilities of the employees at work. The different tools and techniques used by companies to assess the performance appraisal of their workers vary from ranking to paired comparison, the forced distribution to a confidential report. The tool of appraisal is significant for providing evaluations that are analysed to understand the quality of a project of the organisation (Sharma and Sharma, 2017). It highlights the applied methods that operate intending to reduce and minimise the biases of the project that is used for research purposes. There exists a differentiation and categorisation of the different tools of appraisal. The tools are made for researches that have specific designs and those researches that are generic. The different techniques adopted for managing the performance of the employees involve the reviews of the peer group, the key performance indicators, the management that is determined by objectives, the scorecards of balance and the plans concerning personal development (Memon and Ghani, 2021). 
Productivity can be maximised by utilising the check-ins concerned with the one-on-one performance along with ensuring the schemes related to reward and recognition. The appraisal dealing with the general performance and the performance of the manager are extremely essential to the growth of the organisation (He et al., 2020). The self-assessment of the employees and the review related to the evaluation of the specified project can enhance the performance of the company. The performance of the sales of the organisation along with the performance related to the departments of administration and technology is crucial for the company. The tools and techniques of performance appraisal help in ensuring the effective functioning of the departments related to the domains of cross-function of the organisation and whether they are collectively working to accomplish the desired goal of the company (Hasanova, 2020). Performance management can be defined as a tool that is similar to HR software. The performance management technique ensures estimating and tracking the performance of the workers of the company in ways that are consistent and measurable (Plach and Plachy, 2021). The company needs to encourage the workers to expose the weaknesses that they are possessing as it enables chances of doing better and improving in the upcoming days. However, lack of allowance for collaboration can take place across the boundaries and the functions of the organisations (Moradi et al., 2017). The organisation must contribute to staying highly visible and current and be able to balance the lagging as well as the leading indicators that are taking place. It is useful to mention the theory of Maslow’s hierarchy of needs. The theory suggests how the needs of humans can be depicted with the help of hierarchical levels within a pyramid (Hale et al., 2019). The needs of humans are mainly physiological, love and belonging, safety, esteem and lastly, self-actualization of individuals. 
Bentley as an organisation has the reputation of conducting detailed research every year to assess the performance of the employees and make efforts to enhance the processes of hiring. Bentley continuously works hard for nurturing and develop individuals with skills and talent in all levels of their business organisation.  According to the recent reports of 2021, Bentley for the 10th consecutive year has been enlisted and officially acknowledged as having the world’s best-working place and environment. In an aim to create extraordinary journeys of the colleague and for the establishment of progressive strategies, the company reviews the strategies of business involving an approach that is both innovative and compelling (Bentley, 2021). With the onset of COVID-19, the company’s primary focus was the wellbeing of the individuals and the company ensured in building a strong campaign that has been successful in transforming the employees to work and perform efficiently keeping in mind the safety of every employee. The company has initiated performing with digital transformation and has enabled working from remote areas, enhanced networking operating online with the help of various apps and keeping in mind the safety measures in the working environment and the protocols of the pandemic. Bentley has taken the necessary initiatives for ensuring the mental health and the overall well-being of the employees of the organisation. The company aimed to gain positive outcomes by considering and taking the engagement of the employees to another level by enhancing the flexibility and digital engagement among the workers. Bentley proposed policies and programs that facilitate mutual support and responsibility among the employees to accomplish the basic need of staying safe (Van Thielen et al., 2018). The company in recent times is transforming the operations of the organisation to function well in sustaining luxury mobility in the coming days. The organisation is hopefully creating a culture that is inclusive and ensures in encouraging diverse opinions. The company aims to bring together these diverse views of the customers and the employees to create and introduce products that provide the best quality and services to the customers of Bentley. Bentley maintains a good performance appraisal of the company by regulating and analysing the purpose as well as the outcomes of the company (Agarwal, 2020). The organisation is dedicated to ensuring as well as working for maintaining accountability and teamwork as the factors of the foundation of the culture concerned with the performance of the employees. The company is abided by strict rules and regulations and punctuality serves as the greatest virtue of the employees of Bentley. The organisation has the reputation of making the best use of innovation and creativity for accomplishing the desired goals of the company. The collaboration as well as the teamwork of the workers of the Bentley as impressive and praise-worthy. The employees have a brilliant sense of time and communication skills that attract a huge number of customers. Bentley regularly reviews the job performance of the employees and the contribution that is made by them for the welfare of the company (Bentley, 2021). The analysis of the job review ensures rewarding the employees who have been able to reach and meet the targets of the company. By evaluating the performance management, Bentley has been successful in expanding their business and staying ahead of their competitors and overcoming the possible threats of the company. 
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	Objectives
	Suitability 
	Feasibility 
	Acceptability

	Implementing 360 feedback for performance evaluation 
	The method provides feedback that is rated by multiple individuals. It ensures the organisation uncover blind spots in the behaviour and performance of the employees. Bentley will be able to understand the behaviours that are being exhibited by the company and go unnoticed by themselves (Sureda et al., 2021). This strategy will allow the organisation to have continuous improvement in the performance of the employees. The process of completing this strategy will help the organisation to gain greater insight and understanding of the values and norms that are essential for the success of the team. The employees of the organisation by observing others evaluations will be able to formulate their expectations that are concerned with achieving the goals for behaviour. 
	The 360 feedbacks can be implemented by ensuring the establishment of criteria that is useful for rating the performance of each employee. A leader should be appointed for assessing the performance of the employees. A survey
can be made and distributed for employees to answer and review the system. It can be done both anonymously and by revealing the identity of the individuals (Kopsidas, 2021). However, it is better to keep it confidential so that the employees can express and talk about their experiences and problems without any hesitation. Bentley can make this strategy a successful one by ensuring that the assigned managers are regularly keeping an eye on the feedbacks of the employees and acting accordingly to get the most desired results. Clear instructions should be provided to the customers regarding the functioning of the strategy and the comments by the employees should be constructive and purposeful. A pan should be constructed to ensure what is required to follow once the results are out. 
	This strategy provides chances of being evaluated by the customers, superior and even by colleagues. The individual is provided with an analysis that helps him/her to perceive in one’s terms as well as in other’s terms and definitions (Nahid and Keramati, 2018).  The employees are expected to respond to the strategy by thinking ahead and by giving respect to others and their opinions. The employees need to speak for themselves when answering the questions. The employees need to stay focused and honest when the survey is being conducted. 

	Arranging professional development training and continuous development analysis
	This method of professional development is associated with ensuring that the company and the employees of the company maintain and work hard for enhancing the skills as well as the awareness that are required for the delivery of professional service to the customers, colleagues and the community (Hariyati et al., 2017). The company should have an effective and purposeful professional development that must ensure the growth of critical thinking among the workers and the ability to deliver performance appraisals. For Bretley, it is vital to assess and evaluate the processes concerning self-training and the development of the employees.
	A plan concerning professional development can be defined as the various methods and approaches that initiate and provide relevant job information to the employees of an organisation. The plan works with the primary motive to enhance and improve the delivery and the understanding processes of the employees regarding the job roles. The most significant professional development of a company involves the ability to meet and resolve the conflicts arising in the workplace. The establishment of an
appropriate mentor is extremely important for any organisation. The employees should be trained properly to master the changes that are taking place in the workplace and also be comfortable with speaking in public (Cepic and Marijan, 2020). The target process and the processes concerning the customers and the suppliers must be identified and acknowledged. The desired goals relating to matters of the performance of the employees must be established. An active action by Bentley must be developed to achieve the goals of the company. Once the actions are planned and determined, the process of implementation must be initiated. Evaluation of the performance of the company is extremely important and ongoing feedback must be established. 

	With the arrangement of training, the workers will be able to function with more efficiency and enhance the productivity of the company. It will be widely accepted by the employees of Bentley as the task of understanding the job role of the organisation will be easier and more comprehensive for the employees. Evaluation of the performance and development of the employees will help the workers to facilitate continuous improvement. The strategy will facilitate the development of employee involvement as well as the participation of the workers in several processes and quality of products. Employee involvement can result in positive interaction in achieving the goals of the company. This strategy helps in determining and establishing the challenging goals of the organisation. 

	Initiating performance appraisal and incentives
	The most effective models of personal development involve the purpose, priority, passion of the company along with fulfilling the aim of the company to create and build engagement of the employees and ensure positive sentiments towards the organisation. This strategy helps in the establishment of standards that are related to the performance of the employees (Wang and Sun, 2018). The strategy serves as an important basis for modifying the behaviour of the employees to ensure effective and productive working habits. 



	Individuals can build skills that are relevant as well as enhance knowledge regarding the levels of business competence by participating in the processes of planned learning and development. The organisation will be able to meet the needs and requirements of the customers by ensuring good leadership and management skills among the workers of the organisation.  Outputs of the company must be determined by the managers. The skills and accomplishments of the skill must be evaluated by the company (Hanci-Donmez, 2019). The standards must be determined by evaluating the analysis and descriptions of the job. Adequate feedback must be produced by every employee of the organisation (Dauda, 2018). 
	The employees can be attracted with incentives. The performance appraisal will help the employees to understand how far they are being able to meet the requirements of the company (Vilender et al., 2021). The workers will be able to identify their problems and improve performance and profitability. 



The most appropriate strategy for Bentley will be implementing the 360 feedbacks as it will help to analyse and identify the measures for estimating the performance of the employees. It will also ensure the creation of procedures concerning discipline and termination. 
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The study has focussed on critically assessing the benefits that are provided by the organisation in matters relating to the personal development of the employees. The report has managed to explain the ways by which Bentley can meet the expectations of individuals. The appropriate needs that are required by the employees of the organisation are discussed and assessed. A plan has been generated in the report that explains the objectivities of Bentley in terms of suitability, feasibility as well as acceptability to meet the demands of the employees of the organisation. 
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