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[bookmark: _Toc133940174]Introduction 
This report has been focused on the project concept of a company named Barclays. As a new project and plan the company is focusing on the development of high-performance working along with the performance management system”. However, to fulfil the objective and goals of the project the company must develop an effective plan which will guide them throughout the development process. This report has a brief and clear explanation of the performance management and performance management cycle. This report also has an evaluation of the various vehicles based on their advantages and limitations. Further, the report will analyse the contribution of the vehicle for both employees and the organisation. The personal development plan in the report has been developed while considering the usage of the SMART objectives. Lastly, the report also contains a relevant and beneficial recommendation which will help in enhancing the efficiency of the PDP.     


[bookmark: _Toc133940175]Performance Management and the Performance Management Cycle 

Performance management is considered one of the indispensable administration tools which assist managers in appraising and nursing the performance of the organisational workers. The main aim of routine organisation is to build an setting where the personnel will be able to perform to their full potential and provide quality work which would be beneficial for the organisation (Grossi, 2020). With the help of the performance management process, the organisational employees and managers would be able to understand the goals, expectations and career advancement. However, due to this process, the higher authority of the organisation would be able to ensure that the work of the employees is aligned with the vision of the organisation. In most cases, performance management tools are used by managers to manage the workflow, suggest new actions and take other major decisions which will assist the workers to obtain their objective. Furthermore, it will assist the organisation in acquiring its corporate goals and performing adequately (Pulakos, 2019). For instance, based on the performance system the organisational managers define the target and expectation of the organisation to the employees and they also guide them on how to perform effectively.   

The performance management cycle is referred to as the regular development approach which focuses on “planning, checking and measuring”, the performance of the organisational workers. The main goal of the performance management cycle is to obtain the overall goal of the organisation and enhance the performance of the employees. However, during the process of the performance management cycle, the managers have huge responsibilities such as setting impact-driven goals, guiding employees in acquiring the goal, providing the adequate resources necessary for the goal accomplishment and acknowledging and rewarding the performance (Helmold, 2021). The PM Cycle is also very beneficial for the growth of the organisation because it helps in enhancing the engagement and productivity of the organisational employees.
The stages of the performance management cycle depend on the preference of the organisational managers and leaders. However, one of the most commonly used performance management systems has four different phases of management. Within the performance management cycle, the four main phases are “planning, monitoring, reviewing and rewarding”. 
The first phase of the PM cycle is focused on organisational planning such as the development of the organisational goal, segregating goals among the employees, and building and developing the plan. With the help of the planning phase, the managers can get an idea about how they are going to manage the performance of the employees. In the second phase of the PM cycle the main role of the managers is to monitor the performance of the employees on a monthly or weekly basis (Okudan, 2021). However, if the employees are lacking in some area then they will guide them and they can even provide training to the employees. Within the third phase of the PM cycle the managers review that all the goals of the organisation have been met at the end of the cycle. In this particular phase, managers review the performance of the employees and identify future development opportunities for the employees. Lastly, the PM cycle phase focuses on acknowledging and rewarding the performance of the employees because acknowledging and rewarding the performance of the employees will motivate them. As a result of motivation, the employee's performance and productivity are enhanced.   

 [image: ]
Fig 1: Performance management cycle
Source: (Sułkowski, 2020)
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360-degree feedback
360-degree feedback is the process of the ‘employee review’ which offers every worker the opportunity to receive feedback from managers, peers, coworkers, customers, supervisors, etc, based on their performance. The concept of 360-degree feedback is very distinct from traditional feedback because it does not rely on feedback from a single source. With the help of 360-degree feedback, the organisational employees will be able to understand their weaknesses and strengths from the view of various sources (Fleenor, 2020). Mostly this type of feedback method is utilised for development purposes. According to several business leaders, 360-degree feedback has huge advantages but it also has some serious limitations which could impact the organisation and their performance.  

The 360-degree feedback method is very beneficial in the team development process because it significantly helps the team participants in understanding the benefits of working together. With the help of the relevant feedback process, the participants of the team will become more accountable to each other because they share their knowledge. It is also beneficial in identifying the “training needs” of the employees. With the help of the proper feedback, the managers of the organisation would be able to identify and fulfil the training needs of their employees. With the help of 360-degree feedback, the organisation will be able to enhance its customer service based on the feedback gathered from various customers (Kopsidas, 2021). Within the 360-degree feedback, the information of the feedback provider is anonymous, therefore if the people who are receiving feedback require more explanation about feedback. Then it is almost impossible to find the source of the feedback, therefore this sort of insufficient information can be considered the biggest disadvantage of the 360-degree feedback methods. Since the 360-degree feedback method requires a huge amount of data collection and processing time. Therefore, its lengthy process can be considered another crucial disadvantage of this feedback method.

360-degree feedback has a huge contribution to enhancing the effectiveness of both organisations and employees in many ways. 360-degree feedback can strengthen collaboration among employees. Therefore, it will be very beneficial for Barclays in enhancing the effectiveness of its performance. Since the 360-degree feedback is collected from various sources, instead of relying on one source. Therefore, it contributes heavily to reducing workplace biases. 360-degree feedback is a very effective method for employees because it significantly helps the employees in recognizing their strengths and weaknesses based on their performance. Therefore it can be stated that it also contributes heavily to the performance development of the employees. With the help of 360-degree feedback methods, the organisational managers and employees will be able to view an accurate image of the employee's performance (Prasetyaningrum, 2020). Therefore, it can be considered that it is one of the most relevant techniques for enhancing and managing the performance of the organisation. Since the feedback-providing process mostly focuses on the weakness of the employees, it can harm the motivation level of employees. Therefore, it requires some major changes within their assessment criteria.    

540-degree feedback
The 540-degree feedback is referred to as the method which focuses on employees' performance appraisals with “several appraisers”. It is only the feedback methods which include suppliers and vendors in the feedback-gathering process. Generally, this particular feedback method is utilised to discover the shortcomings, but it also identifies the strength of the individuals and this can be used further as a motivational technique which will help in motivating employees (Takeda, 2020). This feedback method is very beneficial in enhancing the quality of the workers within the workforce.

The 560-degree feedback effectively helps in placing the content of the training methods and modules. Through this, the organisational staff can acquire a higher consumer satisfaction rate which will increase the flow of revenue within the organisation. Since the main aim of the 560-degree feedback method is to enhance the performance of the employees through appraisals. It can significantly boost the productivity and performance of the organisational employees. It can also provide the organisation with the consumer's viewpoint which is very essential for organisations that operate in a competitive market (Patil, 2019). Since the main purpose of the 560-degree feedback method is to outline the strength of the person therefore it cannot provide feedback on the weakness where the employees require an upgrade.   

This particular feedback method is the only feedback method which includes the external stakeholders of the organisation while receiving the feedback. Therefore, this particular method can effectively enhance the level of customer satisfaction of companies like Barclays. With the help of this particular method, the business will be able to effectively identify the issues and challenges, which was not possible in traditional feedback methods. Since the 560-degree is considered the employee's performance appraisal method it is a very essential aspect for enhancing the performance of the employees because it can be used as a motivational technique. This particular feedback method can discover the strength of the people and it is also very useful in understanding and recognizing the training needs of the employees (Vrba, 2020). Therefore it can be stated that this particular technique is very adequate for discovering and fulfilling the improvement requirements of individual workers. Since it is a lengthy process which requires lots of resources and effort from the organisation. Therefore, I believe that this particular process requires improvement in its assessment and data collection approaches. 

Management by objectives
Management by objective or MBO is considered as the strategic management model whose main aim is to enhance the performance of the organisation through clearly explaining the objective which is agreed upon by both employees and management. With the help of the MBO process, the employees and the manager build a plan to reach the desired performance goal. It is also beneficial in boosting the engagement and commitment of the employees within the organisation. Usually, the MBO model has 5 basic steps through which it explains the objective and boosts the performance (Islam, 2020). To implement an effective MBO model the management of Barclays has to define the organisational objective and then in the second stage their main role is to transform the objective into a goal. Then they have to effectively monitor the performance to evaluate the progress and lastly they have to focus on rewarding the employees based on their performance. 

Since the MBO steers every employee towards the specific business objective therefore it can effectively help organisations enhance organisational communication and teamwork. Within this particular process, the organisational managers can set individual objectives based on the skills, knowledge and expertise of the staff. Therefore it can be very beneficial in obtaining quality performance from the employees. One of the biggest disadvantages of the MBO model can be considered as the pressurising process because working with specific and measurable objectives can increase the stress of the employees (Bugdol, 2021). Since this process has a huge focus towards the business goal it can distract the management from other essential factors of operations.

The main purpose of the MBO models is to put more focus on acquiring the business goal through segregated objectives. Therefore, it can effectively help the organisation in reaching its corporate goals. It also makes sure that the employees and management are working for a similar business goal which will further enhance the performance and productivity of the business organisation. Since these models are completely focused on the improvement of the employee's performance and collaboration, they can be considered the best techniques for enhancing the capabilities of organisational performance management (Shamsa, 2019). Since this model is greatly focused on the accomplishment of the business goal it limits the focus on the performance of the employees. Therefore, they need to implement some sort of business practice which will focus on the performance and feedback of the employees. 
[bookmark: _Toc133940177]Conclusion 
Performance management is one of the most essential aspects of any business because it can significantly help in the growth of the business by empowering the employees. For the performance management approach, most businesses adopt four stages of the performance management cycle. Some of the most essential vehicles which can help in discovering and fulfilling the development requirements of the employees are “360-degree feedback, 560-degree feedback and management by objective”. The personal development plan significantly helps the organisation in obtaining its objectives.  
[bookmark: _Toc133940178]Recommendations
· While implementing a performance management system the organisation must ensure that the selected system is appropriate based on their business environment (Newman, 2019).
· Acknowledgement and rewards system of the employee's performance should be transparent and there should not be any impartiality.
· To mitigate the gap in employee performance the management of the organisation should carefully review the performance of the employees and suggest them the best alternatives. 
· The training and development programme should be conducted on a monthly or quarterly basis to ensure the effectiveness of the employee's performance (Bartsch, 2020). 

[bookmark: _Toc133940179]Professional development plan for Barclay`s employees

Goal: Enhance Technical Skills
Actions:
Identify the key technical skills required for each employee's role.
Provide access to training programs, workshops, or online courses relevant to their technical skill development.
Encourage employees to seek certifications or professional designations related to their field.
Create opportunities for employees to apply newly acquired technical skills through challenging projects or job rotations.
Foster a learning culture by promoting knowledge-sharing and collaboration among team members.
Timeline: Set individual development goals aligned with technical skill enhancement and provide resources throughout the year. Regularly review progress and adjust goals as needed.

Goal: Develop Soft Skills
Actions:
Conduct assessments or surveys to identify areas of improvement for each employee's soft skills.
Provide training or workshops on communication, teamwork, leadership, problem-solving, and other relevant soft skills.
Encourage employees to participate in public speaking or presentation opportunities to enhance their communication skills.
Offer opportunities for employees to lead projects or mentor others to develop leadership and teamwork skills.
Provide regular feedback and coaching to help employees improve their soft skills.
Timeline: Incorporate soft skill development into ongoing training and coaching programs throughout the year. Conduct periodic assessments to measure progress.

Goal: Foster Continuous Learning
Actions:
Encourage employees to set individual learning goals aligned with their professional growth.
Support employees in creating personalized learning plans with specific objectives and timelines.
Provide access to resources such as books, online courses, webinars, and industry conferences.
Encourage employees to attend seminars, workshops, or conferences related to their field of expertise.
Establish internal knowledge-sharing platforms or communities of practice to facilitate learning and collaboration.
Timeline: Promote continuous learning throughout the year. Set regular check-ins to discuss progress and adjust learning goals as needed.

Goal: Career Development and Advancement
Actions:
Conduct regular performance reviews to discuss employees' career aspirations and development goals.
Provide opportunities for employees to take on new responsibilities or challenging assignments.
Offer mentoring or coaching programs to support employees in their career progression.
Create a clear career path framework with opportunities for promotion or lateral moves within the organization.
Support employees in creating development plans that align with their long-term career goals.
Timeline: Incorporate career development discussions into regular performance reviews. Provide ongoing support and opportunities for growth.

Goal: Develop Leadership Skills
Actions:
Identify high-potential employees for leadership development programs.
Provide leadership training workshops or seminars to develop essential leadership competencies.
Assign employees to cross-functional projects or special initiatives to enhance their leadership skills.
Encourage employees to seek leadership roles in professional organizations or community groups.
Offer executive coaching or mentoring opportunities for employees aspiring to leadership positions.
Timeline: Identify potential leaders and provide leadership development opportunities throughout the year. Monitor progress and provide ongoing support.

Barclays must remember that a professional development plan should be tailored to each employee's needs and goals. Regularly assess progress, provide feedback, and offer support to ensure continuous growth and engagement. Encourage employees to take ownership of their development and provide resources to help them succeed.












  

[bookmark: _Toc133940180]List of References 
Bartsch, S., Weber, E., Büttgen, M. and Huber, A., 2020. Leadership matters in crisis-induced digital transformation: how to lead service employees effectively during the COVID-19 pandemic. Journal of Service Management, 32(1), pp.71-85.
Bugdol, M. and Wontorczyk, A., 2021. Factors moderating the process of managing environmental objectives and identification of possible behavioural scenarios–results of a literature review. Management of Environmental Quality: An International Journal, 32(6), pp.1334-1351.
Fleenor, J.W., Taylor, S. and Chappelow, C., 2020. Leveraging the impact of 360-degree feedback. Berrett-Koehler Publishers.
Grossi, G., Kallio, K.M., Sargiacomo, M. and Skoog, M., 2020. Accounting, performance management systems and accountability changes in knowledge-intensive public organizations: a literature review and research agenda. Accounting, Auditing & Accountability Journal, 33(1), pp.256-280.
Helmold, M., Terry, B., Helmold, M. and Terry, B., 2021. Performance Management Cycle, KPI, and OKR. Operations and Supply Management 4.0: Industry Insights, Case Studies and Best Practices, pp.145-154.
Islam, M.A.R.H. and Sarker, R.I.N.K., 2020. The effect of management by objectives on performance appraisal and employee satisfaction in commercial banks. Journal of Social and Development Sciences, 32(6), pp.4-23.
Kopsidas, O., 2021. The 360-degree feedback model as a tool of total quality management. Economics World, 9(1), pp.1-11.
Newman, A., Cooper, B., Holland, P., Miao, Q. and Teicher, J., 2019. How do industrial relations climate and union instrumentality enhance employee performance? The mediating effects of perceived job security and trust in management. Human resource management, 58(1), pp.35-44.
Okudan, O., Budayan, C. and Dikmen, I., 2021. Development of a conceptual life cycle performance measurement system for build–operate–transfer (BOT) projects. Engineering, Construction and Architectural Management, 28(6), pp.1635-1656.
Patil, A.M. and Dalvi, C.S., 2019. 720 Degree Performance Appraisal Systems. Int. J. Trend Sci. Res. Dev, pp.4-8.
Prasetyaningrum, D. and Setiawan, Y.A., 2020. Analysis of performance appraisal system with 360-degree feedback method in PT. PERTAMINA RU IV (PERSERO) Cilacap. Management, 5(02).
Pulakos, E.D., Mueller-Hanson, R. and Arad, S., 2019. The evolution of performance management: Searching for value. Annual Review of Organizational Psychology and Organizational Behavior, 6, pp.249-271.
Shamsa, E., Kanduri, A., Rahmani, A.M., Liljeberg, P., Jantsch, A. and Dutt, N., 2019, March. Goal-driven autonomy for efficient on-chip resource management: Transforming objectives to goals. In 2019 Design, Automation & Test in Europe Conference & Exhibition (DATE) (pp. 1397-1402). IEEE.
Sułkowski, Ł., Przytuła, S., Borg, C. and Kulikowski, K., 2020. Performance appraisal in universities—assessing the tension in public service motivation (PSM). Education Sciences, 10(7), p.174.
Takeda, Y., Ohmura, Y., Katsura, Y., Shinke, G., Nakahira, S., Sakamoto, T., Kihara, Y., Katsuyama, S., Kawai, K., Kitahara, T. and Hiraki, M., 2020. Secondary Small Bowel Volvulus after Laparoscopic Pancreaticoduodenectomy. Gan to Kagaku ryoho. Cancer & Chemotherapy, 47(13), pp.2418-2420.
Vrba, Z., 2020. Modern methods of customer satisfaction measurement. R&E-SOURCE.




1

image1.png
Monitoring through
check-ins and feedback

Setting SMART goals
and acting on them

Performance
Management

Review goal completion
at the end of the cycle

Rating employees and
rewarding them




