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[bookmark: _Toc112150396]Introduction
This report will focus on the development of a plan for meeting the identified personal development needs and expectations of individual employees in Marks and Spencer. Also, it will cover a project idea for Marks and Spencer and the methods and vehicles used by the organisation. The focus will be on three vehicles and each of them will be explained, and it will be mentioned the way they work for Marks and Spencer, the advantages, and disadvantages.
The report will have a PDP (Personal Development Plan) to understand the gaps that need to be filled in the organisation’s growth, to set up a realistic time, and try to achieve the objectives on time.
It will create a clear understanding of the strengths and weaknesses that the organisation faces and the solution to resolve them. This will be a table that will contain the objectives, activities, and resources.
At the end of the report, it will be a recommendation on how to use 540 degrees vehicle for a better function of the organisation and a conclusion.
[bookmark: _Toc112150397]Project idea for Marks and Spencer
The proposed idea for Marks and Spencer will be as follows: to create an App for the employees as a way of communication among them, to ask questions, to leave encouraging words, to require any help, or for general information.
The chat in the App will be available 24 hours a day, and there will be some specialised help for the employees in need, for the ones with special needs, and it will have various sections depending on everyone’s needs. The questions will be anonymous or visible to everyone at the person’s request.
[bookmark: _Toc112150398]PMC (Performance Management Cycle)
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Source: (Valamis, 2021).
The performance Management Cycle is a process that allows managers and employees to achieve the proposed goals through their personal development. The main purpose of this process is to improve the performance in the organisation and to develop strong individuals by providing training and reviewing their performance from time to time (normally this is done once a year), this helps to build a strong organisation by understanding weaknesses and transforming them into strengths.
The cycle has four steps: Planning, Monitoring, Reviewing, and Rewarding. Each step is important, and it cannot be missed. The cycle starts with planning and this step is at the managerial level. The managers are meeting, and they are creating a clear plan, using the S.M.A.R.T. method, this helps them to identify what needs to be achieved and at the same time to understand how realistic it is for the employees to achieve this goal, and how they can help the team to meet the deadlines. The goal must be clear, and the timeframe needs to be clearly defined.
After the plan is made and the employees are informed about this, everyone will start working on the given tasks, and their actions and progress will be reviewed by the managers on a regular basis (monthly, quarterly, weekly) in dependence on the needs.
The reviewing stage will be the evaluation of the work done and how realistic was the goal. Everyone will receive feedback and if the employees met any problems during this time, this needs to be discussed and maybe offer some solutions for the next time.
The last step is rewarding and at this stage, employees receive their reward which is a very strong motivation for their future performance. The reward can be given in various ways in dependence on the organisation, but employees must feel that they are valued and that their efforts were appreciated by their managers and organisation (Valamis, 2021).
[bookmark: _Toc112150399]360 Degree Feedback
360-degree Feedback is an appraisal system that helps individuals to improve their performance and to have a better understanding of their strengths and what they need to improve. The feedback is collected from colleagues, managers, and peers which helps the appraisee to understand where they must put more effort to improve themselves not only from the manager’s perspective but also from the subordinates.
This vehicle works perfectly for Marks and Spencer because the feedback is collected online which means that is less time-consuming, therefore managers will not lose precious time asking for feedback from everyone in the workplace. Everyone will give feedback whether positive or negative and based on that, managers will understand where they need to pay more attention or to provide training. The feedback will be evaluated not only by the line managers but also by the managers above them, so in this way, each appraisee will have the chance to improve weaknesses, be promoted, be heard, and if he has some strengths that have not been noticed by the managers but they have been noticed by the colleagues, the individual can share the knowledge and the information with his peers, and in some of the cases even to provide training. 
Some of the advantages to apply this vehicle for Marks and Spencer are:
*Anonymous survey- this will give everyone confidence that nobody will share the answer they have given, and in this way, they will be honest unless they have a personal advantage in giving wrong or false information. 

*The feedback will help the organisation to improve, maybe to make some changes, to hire more people, to provide training or to promote some candidates.
*It will raise self-awareness because in some cases individuals may not be aware of their weaknesses. The feedback is very likely to bring it to the individual attention and help them improve in the workplace.
*The feedback will improve the relationship among workplace colleagues by the fact that the feedback is not heard only from the manager or supervisor’s point of view, but also from the peers. It will help individuals to un understand why any lack of communication is there and how it can be improved.
Some disadvantages of 360 Degree feedback for Marks and Spencer will be:
*The employees can get one against each other by the fact that people may think that some of their peers have left some bad feedback or are trying to stop the appraisee from the promotion. This may be only an assumption, but it also can be a sad truth, so this is a disadvantage for the feedback.
*The feedback may get managers and supervisors to focus on the negative feedback and will not pay much attention to the positive one, and in this way, the appraisee will get a lot of disappointment from that. This may stop the individual growth in the organisation and even make the employees want to change the workplace.
[bookmark: _Toc112150400]Managing by Objectives Feedback (MBO)
MBO is a vehicle also used by Marks and Spencer. This vehicle is set up differently from 360-degree feedback, but it is very useful for the organisation and for the employees. This vehicle involves understanding the organisational values and their objectives and it helps to improve the employee’s performance and the whole organisational performance.
The goals will be set up from top to bottom and each department will give instructions and will set up goals for their subordinates, according to their functions in the company, and each person will be given clear tasks to reach the organisation’s objectives. Everyone will set up personal goals and will try to reach them in accordance with the timeframe given by the organisation. 	
The most important in this vehicle is that everyone will focus on the organisation’s needs and will work together to reach the goals and objectives (Islami, X., Mulolli, E. & Mustafa, N., 2018).
Advantages of using MBO in M&S:
*It is easy to apply and evaluate, people in the organisation will have clearly defined objectives and a timeframe when the objective should be reached. The evaluation will help to understand whether the timeframe was realistic, if the people in the organisation are doing their job properly or if any training is required in any of the fields.
*Employees will be motivated, and they will understand what exactly is expected from them, in this way each of the employees will try to meet the deadlines and put more effort to complete the given task and delivering the work in the best possible way.
*It will improve the communication between the managers and their subordinates, they will be in touch all the time and the work will be evaluated based on performance and it will create a better relationship among the departments and the organisation.
*The MBO will help individuals in the company to advance in their careers. Managers will identify where training is needed based on the performance and the reports, or in some cases when some employees deserve a promotion. 
Disadvantages of using MBO in M&S:
*It is costly and time-consuming because everyone will need to create a report, and the report will need to be evaluated by a manager, so this will be time-consuming for both parts, manager, and subordinate.
*MBO is working more for the short-term goals, and in this way, employees will not focus on the next few years, but only for a short [period of time when their objective is reached and they will be given further instructions.
* Its application is limited because it cannot be applied to everyone in the company. As mentioned above, it is time-consuming and not all the employees get enough time in the position they hold in the company to create the reports. Also, both parts, managers, and subordinates need to feel comfortable about using it, and not in all cases this is possible.
[bookmark: _Toc112150401]Individual Pay Related Performance (IPRP) for M&S:
IPRP is a system of pay management related to salary progress and individual performance usually agreed upon when the objectives for the organisation and for the individuals are set. The system is used when the organisation cannot measure the employee performance based on the sales the individual has. 
The performance is measured by using regular checks in dependence on what needs to be measured. Normally, once a year the organisation will have an annual review based on the collected reviews and reports during the year and then will be decided whether someone deserves bonuses, promotions, pay rise, or if other measures need to be implemented.
This system is used to encourage employees to perform better, work harder and motivate them to reach the objectives on time, and give equal chances to everyone to show their skills and knowledge (Stan De Spiegelaere, Guy Van Gyes & Geert Van Hootegem, 2018).
Advantages of using IRPR for M&S:
*Because of the individual approach the employee will feel that his efforts are appreciated based on his/her own performance, and this will keep the employee motivated to perform better each time. For short-time goals, this will normally be a one-time bonus and for long-term goals, this will be an increase in his salary and/or a promotion.
*The IPRP will keep the company costs lower and will create a better relationship between the employee and the organisation. In this way, the organisation will only reward the people who really deserve the salary increase or the rewards and will not spend money on people who do not deserve it or who are trying to avoid the hard work and only take the advantage of getting paid based on colleagues’ performance.
*It will help to improve the employee motivation, and their focus on tasks. The desired result will be feedback and a pay rise, this will happen in most cases if employees have met the deadline and have completed the work at the expected level or even better. In most cases, money and promotions are the best motivation for the employees.
Disadvantages of using IPRP in M&S:
*Money can get in the first place for the employees, and they will forget about the focus: to make the business better and to help it grow and to make it stronger. Money is a good motivation, but some people are only money oriented and when they will not get any bonuses, pay rises, or promotions may lose interest.
*Sometimes the organisation may set high goals that are not possible to be achieved, and the employees may get demotivated, or they may feel that they are doing too much for the money they have promised to be rewarded.
M&S can improve this system by setting realistic goals, giving everyone the same chance to perform and grow, improving their skills, and creating a friendly atmosphere by trying to avoid competition.







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

	Delivering a training session for the new App
	It is very important  
	Do Presentation, find the right trainee, and staff meeting
	Finance, computer, professional speaker
	Present date 
	6 months
	The line manager will check monthly 

	Find appropriate people for the online chat 
	It is very, very important 
	Use a professional team to find the people you need, Interview people 
	Computer, Interview room
	Present date 
	1 month
	HR Manager will check if the right people have been hired 

	Collecting feedback from the employees
	It is important but not urgent
	Ask questions, Conduct surveys 
	Computer, Silent room, IT knowledge
	1 month
	6 months 
	It will be checked by the manager after one month from the start day 

	Encourage everyone to download the App
	It is very important
	Talk to the employees, demonstrate how easy it is to use it
	Computer, Training 
	Present date
	6 months
	The general manager will check the progress 

	Use the App to communicate news, promotions, rewards 
	It is very important
	Practice on the computer, send messages in the App and encourage people to use it, Training from the App developer 
	Computer, IT Skills, Mobile phone  
	Present date 
	12 months
	The line manager will check the progress







[bookmark: _Toc112150402]Conclusion:
To conclude everything about what is in the report will be as follows: M&S is currently using many vehicles to motivate their employees, and they have a different approach for everyone. Although they are always trying to improve, there is still room for improvement. To create a friendly atmosphere in the organisation and to exclude competition among the employees, M&S will ask employees to identify their strengths and weaknesses and will provide either training or will encourage them to develop the things they are good at or to work harder on the things they think need improvement. Organisation will make sure they have provided enough support to each individual and will ask for their feedback about their peers and will give feedback to make everyone understand that they have the same focus: company growth and continuous development.
[bookmark: _Toc112150403]Recommendations:
The recommended vehicle to use for M&S is a 540-degree performance appraisal. This feedback is very similar to 360 degrees, but it will include more people in it. The 540-degree performance appraisal will include people who are outside of the organisation, including customers, clients, and suppliers and this feedback will be mostly used for the people who work in sales, delivery etc.
The feedback will be useful and helpful for M&S because it will motivate the employees in the organisation, it will help to improve their strengths and to work on their weaknesses. It will help to understand customer needs and to meet their satisfaction, and in this way, it will help M&S to survive the competitive market. Collecting feedback from the customers and suppliers will create a stronger relationship between the company and the stakeholders.
540-degree feedback will help the organisation to provide training for the areas the organisation is weak in and to develop certain individuals by helping them to achieve higher goals (Team, M.B.A.S., 2020).
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