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[bookmark: _yecokj8ji4ng]Introduction
The following report will provide an idea about the project that is being undertaken by Barclays PLC to offer an application to their customers that can work 24/7. The importance of performance management along with the performance management cycle will be explained. Certain key vehicles that are essential in performance management will also be critically analysed. A personal development plan will be drawn that will focus on the skills that are needed by the employees within the organisation to enhance their performance. 


[bookmark: _k9c3pxy26tao]Main body
[bookmark: _d9kru7jahtr9]Project Idea
The project is about Barclays plc trying to launch their 24/7 application that can be helpful for the customers in enhancing accessibility. Barclays plc has been facing the issue of not being able to provide 24/7 service to the customers as there are limits to the amount of time that the employees are working within the bank. For this reason in order to enhance the satisfaction level of the customers the company is trying to open an application that will be used by the customers 24/7 in order to obtain the services that Barclays plc is offering to their customers. This digital implementation within the organisation will enhance its ability to meet the demands of the customers and also compete within the market (Zhou et al., 2021). In order to successfully implement this project the company needs to make sure that they have a skilled set of employees that are able to work with flexibility and at different shifts so that the service through the application can be provided throughout 24 hours. The need for financial transactions or information can be essential for customers at any given time within a day. Providing the features through this application can help these customers stay loyal to Barclays plc and make sure that the reviews of the service are addressed successfully. 
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[bookmark: _snpsjm1gdbcy]Performance management and PM cycle
Performance management is an essential area within business organisations. Having a strong performance management team can help in measuring the productivity that is being generated by the employees within the organisation and also offering the waste through which this productivity can be enhanced in order to meet the objectives of the company. The performance management process is to ensure that the employees within the organisation are able to perform up to expectations and also tries to find out the reasons for which the performance of the employees are getting affected (Armstrong, 2021). Performance management focuses on identifying the personal development needs of the employees so that they can successfully meet the individual targets that have been set for them. There is a performance management cycle that can clearly identify the steps that are taken to successfully manage the performance of the employees. The performance management cycle is a four-step procedure of planning, monitoring, reviewing and rewarding.
Planning - In this stage the organisational objectives are set so that there is certain information that can be communicated to the employees successfully. Along with the objective of the organisation, there are certain key factors that are considered for the employees as well like the development goals, specific tasks, targets, actions and behaviours. Performance management will depend on these factors and each employee will be focusing on improving them. Also, the planning will involve the link between the individual goals that have been set for the employees and the organisation (Helmold and Terry, 2021).
Monitoring - This step within the performance management cycle is based on analysing the performance of the employees while they are working on meeting their individual targets. The monitoring phase is usually implemented through a certain assessment that is conducted either monthly or quarterly to reflect on whether the employees are on track to meet the organisational objectives. The main difference between the monitoring phase and the planning phase is that the overall objective is further divided into subgroups that can be monitored effectively by respective managers assigned by the organisation. 
Reviewing - Reviewing is a step that helps the organisation in building up relationships with the employee by assessing their performance on an annual basis. This stage can have both positive and negative outcomes as the employees that have not been able to meet their individual targets will be at risk of either losing their job or having the right accountability to accept the mistakes that have been made by them during the process. However, the project management cycle further continues on the basis of the employees that have successfully achieved their individual goals and help the organisation compete within the market (Plachy and Plachy, 2021).
Rewarding - This is the final step of the performance management cycle where the employees that have been able to meet their individual targets through high performance can gain rewards. These rewards will be based on the individual needs that the employees have. This stage of the cycle also provides The most amount of motivation that can be offered to the employees so that they can continue their high amount of productivity and work within the organisation for a longer period of time. Upon completion of the performance management cycle, Barclays PLC can successfully analyse the performance that their employees can give while providing services to the customers through the 24/7 application that they are launching into the market. There are certain benefits of using the performance management cycle the company will have a better ability to compete within the market. There will be much more flexibility within the structure of the organisation as the employees will have knowledge about the individual roles that they have to play. The management cycle will also help the organisation in offering better motivation to the employees so that they can generate more productivity and see their future within the organisation.
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[bookmark: _cvv1wmjqkwvy]Critically evaluate different vehicles
There are certain vehicles that are used by organisations to analyse and identify the areas of development that can help in satisfying the needs of the employees and increase the overall performance that they are offering to the organisation. 
360-degree feedback
360-degree feedback is based on certain anonymous tips or suggestions that are given by the people that are working around the employee within an organisation. These suggestions or feedback can come from either a manager, colleague or other staff that has monitored or assisted the way that the employee is working within the organisation. Due to the anonymous feedback, it is easier for the employee to understand the validity and reliability of the suggestion that has been given. This feedback system is usually implemented through a survey questionnaire where all the people working within the organisation are asked about a particular employee and the answers to the questions are provided without mentioning the name of the participant (Ramdhani et al., 2021).
There are certain advantages to 360-degree feedback that an organisation can have to understand the developmental needs of the employee. This feedback system enhances the self-awareness of the employees significantly. It also provides transparency regarding the behaviour patterns that are accepted within the organisation while the employees are working on a certain task. 360-degree feedback can also be influential in terms of improving the relationship between the employee and other members within the organisation. The main goal of this feedback system is to provide personal development for the employee so they can easily understand their strengths and weaknesses that they have. It will provide the flexibility to improve in the areas where the employee can successfully enhance productivity while working within the organisation. There are certain disadvantages to using this feedback system as well. There may be a certain amount of jealousy or acquisition that employees can have against others regarding the assessment that has been made. The employee that is participating in this feedback system must have the potential to take negative criticism or else the morale of the employee will hamper significantly. Another major flaw within this feedback system is that the personal relationship between the employees might disrupt the accuracy and reliability of the feedback (Aguinis and Burgi-Tian, 2021).
The 360-degree feedback can be implemented by Barclays PLC as the recent objective of the organisation is to enhance the effectiveness of their employees that are working within the application and are offering the services 24/7 to the customers. This feedback system can successfully help them in understanding the needs of the customers and align them with the strengths that they have. One thing that Barclays PLC needs to focus on while implementing this feedback system is the ability of its employees to accept negative criticism.
540-degree feedback
The 540-degree feedback is based on taking insights on the ability of the employee to successfully meet the needs of the customers from external stakeholders of the organisation. These external stakeholders are usually the customers or clients to whom the end product is being offered. Using this feedback system the company can successfully analyse the areas of development that the employees need as the feedback from the customers will be direct and to the point in order to improve the overall process of the business (Yu et al., 2021). The 540-degree feedback is a non-biassed process and can successfully bring out the changes that the employees need within themselves to successfully represent the organisation towards the customers. There are certain advantages of using the 540-degree feedback system. It is very important for the organisation to understand the gaps in information that the employees do not have while dealing with the customers. Implementing this feedback system can have a direct impact on the satisfaction level of the customers as the areas of improvement will be focused on their individual needs. However, there are certain disadvantages of using this feedback system as well where the skills and talent of an employee might not get the right appraisal as the presentation towards the customers were not appropriate. This might impact the organisation by having an imperfect image of the employee that is working hard to successfully meet the organisational objectives (Campbell and Shang, 2022).
Barclays PLC can use the 540-degree feedback appraisal system within their process as it will help them in analysing the scope of improvement or development that each employee can have. Helping the employees develop their performance can impact the success that the organisation may have with their application which is offering banking services 24/7 to the customers.
Management by objectives (MBO)
Management by objectives has become a crucial part of the performance management process implemented by different organisations. This system can help the employee by offering certain specific objectives that are oriented towards that individual employee to successfully meet them within a given period of time. As long as the targets are within the potential of the employee it can offer great motivation to them and help in increasing their productivity gradually. This goal-oriented process can help an organisation achieve their target by the accumulation of the productivity generated by each employee (Islami et al., 2021).
There are certain advantages of the management by objective system. One of the main advantages is that there is transparency in terms of the process or methods that are adopted by the organisation to compete within the market. The employees that have been given their individual targets are also having a certain amount of clarity towards the information that they need to work within the organisation. There is a high amount of accountability that the employees have towards the organisation while working under the management by an objective system of performance management. There are certain disadvantages of using the system as well where the employees might get exhausted if the system persists for a long period of time. Also, there is not much room regarding the cultures of the organisation as employees are too busy working on individual targets. If Barclays PLC can use this Management by the objective system then they can successfully arrange the time schedule and tasks that the employees have to manage while working within the new application that is being launched into the market (Kenedi et al., 2022).
Individual Pay related performance (IPRP)
The IPRP is a system that is used by organisations to offer salaries or wages to employees on the basis of their performance. Each employee will be evaluated every month in response to the productivity they have generated. If the employee has not been able to meet their respective targets then they will have deductions in their salary (Lutfullaeva, 2021). However, if certain employees generate productivity then it will be beneficial for the employee as they will get a bonus or extra payments for the work that they are doing. There are certain advantages to using this system. Employees that are talented and skilled enough to generate productivity on a regular basis can successfully benefit from this system. However, the employees that have the experience to work in the organisation but do not have the scope of generating the same productivity will eventually leave the company over time. This may create a certain gap for the organisation (Della Torre et al., 2020).
After assessing all the performance management strategies, the most appropriate system will be the 540-degree feedback and the individual pay-related performance. The 540-degree feedback will help Barclays plc to understand the ways they can develop the performance of the employees so that they can meet the needs of the customers. The IPRP can help in analysing the performance on the basis of the employees that are willing to work overtime and successfully gain profit while working on the application that is being launched for the customers with 24/7 service. 
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[bookmark: _40wrca8nszkq]Professional development plan with SMART objectives
	Development objectives
	Priority level
	Activities to undertake
	Resources needed
	Start date
	End date
	Success criteria

	Time management skill
	High
	To work on different assignments or tasks that need to be completed within a given period of time with accuracy.
	Ability to use the 4D theory and a clock to keep track of time.
	22nd December 
	22nd February
	Being able to generate strong performance and meeting all the objectives that have been set within a given month.

	Communication skill
	High
	To communicate more with the customers that are getting engaged with the organisation.
	Books, group tasks, quizzes and youtube tutorials.
	22nd December
	15th January 
	To be able to satisfy the customers while representing the organisation within the application of Barclays plc

	Leadership skill
	Medium
	By directing a team that is working under them within an organisation (Brooks, 2022).
	Impact theory and self-confidence
	22nd December
	5th February
	To be able to lead a team in meeting organisational objectives.


Table 1: SMART table
(Source: created by the learner)
Specific - The objectives that have been set are specific as they can help in increasing the performance of the employees of Barclays plc.
Measurable - Success can be measured through the 540-degree feedback system. 
Attainable - The goal is attainable due to the talent and skill of the employees
Relevant - It is also relevant to the new application. 
Time-bound - The time set for enhancing the performance is 3 months.
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[bookmark: _t53iidy6puif]Conclusion
The above report can be concluded with the knowledge that the launch of the application will be a success if Barclays PLC is successful in implementing the performance management cycle along with the other two drivers. The reported event provided knowledge about the skills that I needed from these employees through the personal development plan with SMART objectives.
[bookmark: _2q74g4vhv1d0]Recommendations
There are certain recommendations that Barclays PLC can use while launching the application into the market and enhancing the performance of the employees.
· It is very essential to analyse the performance metrics of employees.
· The communication process must be purposeful for the company.
· Keeping the employee goal-oriented is very important.
· The encouraging feedback of different kinds can be a determining factor.
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