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[bookmark: _Toc154569612]Executive Summary

This report will explain the Performance Management Cycle in a business environment. The report explores the integration of three performance evaluation tools - 360-degree feedback, 540-degree feedback, and Management by Objectives (MBO) - to provide a comprehensive and well-rounded analysis for Lidl UK. By combining these tools, Lidl UK can ensure a holistic assessment of employee performance, fostering continuous improvement and aligning individual goals with organizational objectives. (Williams, 2015)

[bookmark: _Toc154569613]Introduction

Lidl UK is a discount supermarket chain that was founded in 1994. The company has more than 960 stores and 14 regional distribution centres across Britain, employing over 31,000 people. Lidl GB offers a wide range of products, including groceries, wine, household essentials, and baby care products. The company is passionate about sourcing locally where possible, and more than two-thirds of its products are sourced from British suppliers. Lidl GB is committed to providing its customers with high-quality products at the lowest possible prices and works closely with its suppliers to make this possible. The company has invested heavily in keeping its prices low for customers, spending £100m on prices and nearly £50m in wage increases for staff. Lidl GB has been expanding rapidly in the UK, with plans to increase the number of its stores to 1,100 by 2025, up from 880 now. The company has been benefiting as consumers switch from the main players to cheaper alternatives to try to cut their food bills in the cost-of-living crisis. Lidl GB has been investing in keeping its prices low for customers in what has been a very challenging year for most. The company has also been investing in its employees, opening 50 new stores across the UK, and investing nearly £50m in wage increases for staff. As a part of the business strategy, the company has decided to expand its self-checkout tills in the stores by 50% within the next 6 months, to speed up transactions for the customer and free up staff to do other functions in the stores and reduce store overhead costs and improve customer service and assistance. 
As a trainee HR officer, I was asked by my line manager to help him critically evaluate this change with possible positives and negatives of this strategy and to create the best plan for training and development of the employees. To achieve this task and find the most effective way of evaluation I have decided to explore following three models: 360 Degree Feedback, 540 Degree Feedback, and MBO. (Lidl, 2023)

[bookmark: _Toc154569614]Performance Management Cycle

Performance management is a comprehensive process that involves activities aimed at ensuring that an organization's goals are consistently met in an efficient and effective manner. It encompasses a range of activities, including goal setting, performance measurement, feedback, coaching, and employee development. The primary objective of performance management is to improve individual and organizational performance.
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The Performance Management (PM) cycle refers to the recurring stages and activities that organizations go through to manage and enhance the performance of their employees. While specific models may vary, a typical performance management cycle includes the following stages:

[bookmark: _Toc154569615]Goal Setting:
Define clear and specific performance goals and objectives for each employee or team.
Align individual goals with the overall strategic objectives of the organization.
[bookmark: _Toc154569616]Planning:
Develop plans and strategies for achieving the set goals.
Allocate resources and provide support to ensure successful goal attainment.
[bookmark: _Toc154569617]Monitoring and Performance Measurement:
Regularly track and measure employee performance against established goals and expectations.
Use key performance indicators (KPIs) and other metrics to assess progress.
[bookmark: _Toc154569618]Feedback and Communication:
Provide regular feedback to employees on their performance.
Open communication channels for employees to share their thoughts and concerns.
[bookmark: _Toc154569619]Continuous Coaching and Development:
Offer guidance, support, and coaching to help employees improve their performance.
Identify areas for development and provide training opportunities.
[bookmark: _Toc154569620]Performance Appraisal:
Conduct formal performance evaluations at predetermined intervals.
Evaluate overall performance, discuss achievements, and address areas needing improvement.
[bookmark: _Toc154569621]Recognition and Rewards:
Recognize and reward employees for outstanding performance.
Reinforce positive behaviour and motivate employees to sustain or improve their performance.
[bookmark: _Toc154569622]Adjustment and Planning for the Future:
Based on performance evaluations, make necessary adjustments to goals, plans, and strategies.
Collaboratively set new goals and objectives for the upcoming performance cycle.
[bookmark: _Toc154569623]Documentation:
Maintain records of performance-related discussions, feedback, and evaluations for future reference.
This cycle is iterative, with organizations constantly reviewing and refining their performance management processes to adapt to changing business environments and individual needs. Effective performance management contributes to employee engagement, skill development, and overall organizational success. (Armstrong, 2022)

[bookmark: _Toc154569624]360 Degree Feedback

360-degree feedback, also known as multi-rater feedback, is a performance evaluation method that gathers feedback from various sources to provide a comprehensive view of an individual's skills and behaviours in a work environment. The "360 degrees" in the term refers to the all-encompassing nature of the feedback, as it involves collecting input from different perspectives, including superiors, peers, subordinates, and sometimes even external stakeholders.
[bookmark: _Toc154569625]In a typical 360-degree feedback process:

[bookmark: _Toc154569626]Self-assessment: The individual being evaluated provides a self-assessment of their own performance, skills, and behaviours.
[bookmark: _Toc154569627]Managerial assessment: Supervisors or managers assess the individual's performance based on their observations and interactions.
[bookmark: _Toc154569628]Peer assessment: Colleagues at the same hierarchical level provide feedback on the individual's teamwork, collaboration, and interpersonal skills.
[bookmark: _Toc154569629]Subordinate assessment: If applicable, individuals who report to the person being evaluated may provide feedback on leadership and managerial effectiveness.
[bookmark: _Toc154569630]Customer or client feedback: In some cases, external stakeholders, clients, or customers may also contribute feedback, especially in roles where external relationships are crucial.

By collecting feedback from multiple perspectives, 360-degree feedback aims to offer a more holistic and well-rounded view of an individual's strengths and areas for improvement. This approach is often used for personal development, leadership development, and performance appraisal purposes within organizations. The feedback is typically anonymized to encourage honest and constructive input, fostering a more open and supportive culture for individual growth and improvement. (Mullins, 2019)

[bookmark: _Toc154569631]540-Degree Feedback:

The concept of 540-degree feedback extends the idea of 360-degree feedback by adding an extra layer. In a 540-degree feedback process, feedback is not only collected from those around the individual (supervisors, peers, and subordinates) but also from the individual themselves and external sources like clients, vendors, or other stakeholders.
This additional layer of feedback is meant to provide a more comprehensive understanding of an individual's performance by including self-assessment and the perspectives of external parties who may have interactions with the individual in a professional capacity.
In summary, while 360-degree feedback involves gathering feedback from multiple sources within the organization (supervisors, peers, and subordinates), 540-degree feedback takes it a step further by including self-assessment and feedback from external stakeholders, providing an even more comprehensive evaluation. The choice between the two depends on the specific goals and needs of the organization in terms of performance assessment and development.
360-degree feedback and 540-degree feedback are both types of performance appraisal and evaluation processes used in organizations, but they differ in the number of perspectives involved. (Wellington, 2011)

[bookmark: _Toc154569632]Management by objective MBO

MBO typically stands for "Management by Objectives," which is a management and performance evaluation concept where objectives are set collaboratively between employees and their managers to align individual goals with organizational goals. It involves setting specific, measurable, achievable, relevant, and time-bound (SMART) objectives. In the context of your question, the term "MBO feedback tool" could refer to a software or system designed to facilitate the feedback and evaluation process within the framework of Management by Objectives. Such a tool might help in setting and tracking goals, providing feedback on progress, and assessing performance based on the defined objectives. These tools often include features such as goal-setting modules, progress tracking, and performance review functionalities. The aim is to enhance communication, transparency, and accountability in the goal setting and performance evaluation process.
It's important to note that the term "MBO feedback tool" may be used differently in various contexts or organizations, so it's advisable to check with the specific context in which you encountered this term for more accurate information. (Rees, 2015)

[bookmark: _Toc154569633]A Comprehensive Evaluation of Training Approaches for Lidl UK Staff: A 360-Degree, 540-Degree, and Management by Objectives Perspective

[bookmark: _Toc154569634]1. Introduction

In today's dynamic business environment, employee training has become imperative for organizational success, expansion, and competitiveness. This report critically evaluates three training tools employed by Lidl UK to enhance the skills and capabilities of its staff—360-degree feedback, 540-degree feedback, and Management by Objectives (MBO). The analysis aims to determine the effectiveness of these tools in identifying and satisfying the development needs of individual employees, contributing to both individual and organizational success.

[bookmark: _Toc154569635]2. Overview of Training Tools

[bookmark: _Toc154569636]2.1 360-Degree Feedback
360-degree feedback is a comprehensive performance appraisal method that involves collecting feedback from various sources, including peers, subordinates, supervisors, and self-evaluation. This approach provides a holistic view of an employee's strengths and areas for improvement.

[bookmark: _Toc154569637]2.2 540-Degree Feedback
While similar to 360-degree feedback, the 540-degree approach extends the evaluation to include external stakeholders, such as customers and suppliers, providing a more expansive perspective on an employee's performance.

[bookmark: _Toc154569638]2.3 Management by Objectives (MBO)
MBO is a goal setting and performance management approach where employees collaboratively set specific, measurable, achievable, relevant, and time-bound (SMART) objectives with their managers. Regular reviews assess progress toward these objectives.

[bookmark: _Toc154569639]3. Critique Using 360-Degree Feedback

[bookmark: _Toc154569640]3.1 Strengths
The 360-degree feedback tool excels in providing a comprehensive view of an employee's performance. It fosters a multi-dimensional understanding, capturing insights from various perspectives within and outside the organization. This can enhance self-awareness and promote a culture of continuous improvement.

[bookmark: _Toc154569641]3.2 Weaknesses
However, the 360-degree feedback method has limitations. It may suffer from bias, as feedback is subjective and influenced by personal relationships. Moreover, it can be time-consuming and resource-intensive, making it challenging to implement on a large scale.

[bookmark: _Toc154569642]4. Critique Using 540-Degree Feedback

[bookmark: _Toc154569643]4.1 Strengths
The 540-degree feedback approach addresses some of the limitations of the 360-degree model by incorporating external stakeholders. Including customers and suppliers in the evaluation process provides valuable insights into how an employee's performance contributes to customer satisfaction and overall business success.

[bookmark: _Toc154569644]4.2 Weaknesses
However, the 540-degree feedback approach also faces challenges. Gathering feedback from external sources may be logistically complex, and the relevance and accuracy of such feedback can vary. Additionally, it may not be suitable for all roles, as not all employees have direct interactions with external stakeholders.

[bookmark: _Toc154569645]5. Critique Using Management by Objectives (MBO)

[bookmark: _Toc154569646]5.1 Strengths
MBO offers a goal-oriented approach that aligns individual and organizational objectives. This tool encourages clarity in goal setting, increases employee engagement, and establishes a measurable framework for performance assessment. It fosters a sense of ownership and accountability.

[bookmark: _Toc154569647]5.2 Weaknesses
However, MBO is not without drawbacks. The rigid structure of goal setting may not be suitable for all types of roles, particularly those requiring creativity and innovation. Additionally, if not implemented effectively, it may lead to overly ambitious goals or neglect of other essential aspects of job performance.

[bookmark: _Toc154569648]6. Effectiveness in Identifying and Satisfying Development Needs

[bookmark: _Toc154569649]6.1 360-Degree Feedback
The 360-degree feedback method is effective in identifying development needs by providing a comprehensive view of an employee's strengths and weaknesses. It facilitates targeted interventions for skill enhancement and behaviour modification. However, its effectiveness in satisfying these needs depends on the quality of feedback and the organization's commitment to implementing meaningful development plans.

[bookmark: _Toc154569650]6.2 540-Degree Feedback
The inclusion of external stakeholders in the 540-degree feedback process broadens the perspective on development needs. It can identify areas that directly impact customer satisfaction and business success. However, the challenge lies in translating this feedback into actionable development plans and ensuring alignment with internal objectives.

[bookmark: _Toc154569651]6.3 Management by Objectives (MBO)
MBO is effective in both identifying and satisfying development needs by focusing on goal setting and performance improvement. Clear, SMART objectives provide a roadmap for employees to enhance their skills and contribute to organizational success. However, the success of MBO hinges on effective communication, continuous feedback, and a supportive organizational culture.

[bookmark: _Toc154569652]7. Suggesting the Most Appropriate Tool
Considering the specific context of Lidl UK and its workforce, a blended approach incorporating elements of all three tools may be the most effective. By blending feedback from all three, we can achieve the best and most objective results. The 360-degree feedback provides a holistic view, the 540-degree feedback extends this view to external stakeholders, and MBO establishes clear objectives for individual and organizational success.

[bookmark: _Toc154569653]Conclusion

In conclusion, the evaluation of training tools for Lidl UK staff reveals that each approach has its strengths and weaknesses. While 360-degree and 540-degree feedback offer comprehensive perspectives, MBO focuses on goal-oriented development. A balanced approach, integrating elements from all three tools, would likely be the most effective in identifying and satisfying the diverse development needs of individual employees, contributing to both individual and organizational success. Implementation should be tailored to the organizational context, ensuring alignment with the company's values, culture, and strategic objectives.
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	Development Objective
	Priority

	Activities to be undertaken
	Resources


	Target Start Date
	Target End Date
	Criteria for Success

	Complete comprehensive training for self-checkout tills
	Very Very
	Interface and usage direct training by coach.
	Specialized training rooms with new equipment and expert training.
	15/12/23
	15/06/24
	Passing test after training and gaining certificate.

	Troubleshooting and resolution
	Very Very
	Training by coach.
	Specialized training rooms with new equipment with experts.
	15/01/24
	15/07/24
	Passing practical test after training with minimum 60% of mark.

	Customer Service 
	Important
	Video Training
	Room with display.
	15/02/24
	15/03/24
	Expected reduction in customer complaints by 50%

	Effective Communication 
	Very Important
	Video Training
	Room with tables and chairs and projector.
	20/02/24
	20/03/24
	Expected increase in productivity by 20% 

	Teamwork
	Important
	Video Training
	Room with display and computer.
	25/02/24
	25/03/24
	Expected reduction in absence by 30%
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