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	Human resource or (HR) is a department in an organisation that deals with the various operations and perform functions related to the human resources of an organisation. As human resources are considered as one of the most important assets of an organisation it is important for the organisations to perform or organise various skill development programs for the working individuals of the organisation so that efficiency obtained from their operations can be maximised (Lin and Kellough, 2019). In addition to this, it is also important for the firms to keep on carrying out development programs so that needs of an individual can be fulfilled and the expectations of the companies can be met. For furthermore understanding of this report, a firm Barker and Stonehouse is taken under consideration which is a British furniture retail company since 1946. The firm deals in various product such as beds, sofas, dining tables and various other furnitures. This report will be a brief discussion that will be made on the evaluation of development vehicles available to the organisation that helps the firm in identifying the needs of employees in order to meet both individual as well as organisational goals. Furthermore, in this report, a PDP will be developed with five years objectives to meet identified development needs with SMART framework.
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[bookmark: __RefHeading__12042_1699141679][bookmark: __RefHeading__19114_162506470]Critically evaluate development vehicles (performance appraisal tools and techniques) available to your organisation and explain their effectiveness to which you think they are appropriate in identifying and satisfying the development needs of the individual employees to meet both individual and organisational success.
	Development of employees plays an important role in an organisation as it helps the firm in enhancing professional skills and knowledges in an individual that leads the firm in getting better effective results in the organisation as well as helps them in increasing the productivity of individual employees that can be used by the organisation in getting more efficient results in the organisation (Ali, Mahmood and Mehreen, 2019). Development vehicles can be termed as the tools and methods that can be used by different organisations to evaluate the performance of their employees as well as helps them in analysing the needs of their individual employees working in the firm so that both their personal as well as organisational needs can be achieved effectively as well as efficiently. These tools can be used by an organisation in determining the requirements that are required by the individuals so that these can be fulfilled by the organisation so that loyal workforce can be developed, and organisational goals can be attained in best possible way (Bayo-Moriones Galdon-Sanchez and Martinez-de-Morentin, 2020). Some of the tools and techniques that Barker and Stonehouse can use in their organisation to calculate the performance appraisal of their employees are: 
360-degree feedback
	360-degree feedback is a method of analysing and managing performance and evaluates the appraisals of the employees through the ratings as well feedbacks of respective employees not only based on the feedbacks of superiors but sometimes according to the peers as well as customer's feedbacks so that the performance and working of the employees can be effectively evaluated and appropriate appraisals can be made. (Khalid, Islam and Ahmed, 2019)
Advantages: 
· One of the major advantages of this type of appraisal is that it improves the overall relationships among the employees as well as enhances productivity.
· Proper judgements are made through this method as feedbacks are given by various individuals.

Disadvantages: 
· May lead to dishonest reviews of the peers as well as increases distrust among the leaders.
· This method is more time consuming as requires large number of feedbacks as well as valuation of these feedbacks.
540-degree feedback
	This is the type of performance appraisal in which the employee’s performance is rated according to the performance of the employees and are rated by various individuals such as stakeholders of the organisation, clients and customers(Shet, Patil and Chandawarkar, 2019).  This is the upgraded version of 360-degree feedbacks in which stakeholders as well as client's feedbacks are also included so as to get a better effective performance appraisal and management.  
Advantages: 
1. This method increases the self-awareness as well as builds up confidence of the employees.
2. It creates culture of openness as well as empowers employees and leaders as a whole.
Disadvantages: 
1. This method side-lines positive feedbacks as it is possible that all the raters are not aware of the work of the employee that is being rated.
2. This method may also lead to biased judgements of the employees because of the personal relationships one have with the other employees.
Management by objectives (MBO)
	Management by objectives is a tool and technique that is used by different organisations in their working so as to evaluate the performance appraisals of the employees so that effective performance management can be adopted in the organisation (Dipboye, 2018). It is a technique that refers to the managing the employees in the organisation through achieving the goals and objectives by the employees and effectiveness in achieving these goals so that their performance can be appraised in an appropriate manner (Murphy, Cleveland and Hanscom, 2018). It is one of the most relevant and appropriate way of managing performance appraisals in this method, a simple evaluation in the task as well as efficiency in accomplishing their tasks is conducted and results are analysed. The various characteristics of this technique of performance appraisals are: 
Advantages: 
· It helps the employees is appraising them as well as motivating them in their own field of roles as well as responsibilities that are being given to them so as to ensure better effectiveness in performance appraisal.
· It helps the employees in getting a better understanding of what do they need to do in their operations as the superiors sets the goals as well as tasks related to their job that they need to accomplish in their working so as get better appraisals.
Disadvantages: 
· This method focusses more on the goals as well as targets that are being settled up by the organisation which often creates pressure on the employees ignoring their willingness towards the task that have been given to them.
· This method sometimes leaves behind the ethics of the organisation as well as working environment in the firm due to the work pressure created among the employees as well as organisation.
Individual Pay Related performance (IPRP)
	This is the type of performance appraisal in which the employees are allotted the traditional or base salary and additional money on the salary is provided to the employees on the basis of the performance they have been able to give over the job requirements.
Advantages: 
· This method leads to increased retention of the employees as the employees expect more of the pays for the extra work they have been given.
· It leads to recruitment of the high-performance employees in the organisation and better recruitment of the workforce.
Disadvantages: 
· One of the major disadvantages of this method is that the extra work is mostly unachievable for many employees that may demotivate the employees of the organisation.
· The extra pays that are provided to the employees may not be satisfactory for the employees.
	Development vehicles such as performance appraisal tools and techniques plays an important role in the organisation as it helps the organisations in enhancing the motivation among the employees towards the task that they have been given as this helps the employees in getting easy promotions and often leads them in gaining recognitions in the organisation (Curzi, Fabbri and Pistoresi, 2020). In addition to this, it also helps the organisations in getting better effective as well as efficient results in the organisations by the employees through increased sense of motivation in the employees. From the above discussed portion regarding performance appraisals techniques and tools of the report it can be concluded that for the organisation Barker and Stonehouse, there are various methodologies that are available to an individual that drives them towards better effective goal achievement in the organisation as well as for the employees.
	The most suitable tool that can be used by the organisation can be the Management by objectives that which will not only help the organisations in getting better effective results from the employees for the organisation but will also help the employees in fulfilling their various needs (Islami and Islami, 2019). It is one of the most effective methods of performance appraisal as well as performance method as it interprets the efficiency of employees in their own field of specialisation and the job that has been assigned to them.
Propose a professional development plan for the chosen company with the suitability, feasibility, and acceptability to meet the identified development needs and expectations of an individual employees
	A professional development plan is a planned procedure that is made by the individuals in order to evaluate the existing skills and knowledges that an individual has managed to acquire in them as well as help them analyse the level of expertise they have in their skills so that any necessary gaps can be evaluated as well as actions can be undertaken in the operation so as to develop these skills and knowledges(Alsuwaidi, and et. al., 2020). The PDP features a set of skills that one needs to or wants to inherit in them so as to enhance better future opportunities as well as better effective results. Some of these skills are described as: 
	Communications skills: - Communication skills are the skills that refers to that one needs to inherit in them so as to effectively convey the message in the minds of the speaker to the minds of the listeners in an appropriate way so that no doubts are left in the minds of the listeners.
	Teamwork skills: - Teamwork skill refers to the ability of an individual to get along with the other individuals in a group so as to effectively achieve the common goals settled up by the organisation with the utilisation of combined skill set of the individuals.
	Critical thinking skills: - Critical thinking skills refers to an individual's ability to think deeply about the given subject and analyse the best effective options that might be available to an individual.
	In reference to the Barker and Stonehouse, these skills are highly required in an individual in the organisation so as to achieve the better effective results in the organisation. The professional development plan in order to develop these skills in an individual is described as: 









	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target start date
	Target end date
	Evaluation

	Communication skills
	High
	Attending quiz competitions and writing activities to enhance better conveying of the message.
	Books and journals for quiz competitions.
	18/12/22
	25/07/23
	This skill can be used by an individual in their working so as to effectively build up a communication channel that can be used to carry out different operations

	Teamwork skills
	High
	Through engaging and working in groups so as to achieve the targeted goals.
	Different group assignments and projects will be needed.
	30/07/23
	02/01/24
	This skill will help the individuals in effectively achieving the group targets.

	Critical thinking skill
	Medium
	Reading and writing about the different topics as well as building up a habit of quick reading
	Books and journals on the required topics on which the research is being conducted.
	29/02/24
	30/08/24
	This skill can be utilised by an individual so as to think and provide better effective solutions to a problem.













SMART framework: 

	Skills
	Specific
	Measurable
	Achievable
	Relevant
	Time bound

	Communication skills
	The objective is to enhance better communication.
	It can be measured through evaluating the effectiveness in conveying the message.
	This skill can be easily achieved and developed in an individual.
	This skill is relevant in various sectors of life.
	7 months

	Teamwork skills
	The main objective is to enhance better team efforts
	It will be measured by analysing the ability to get along in the team.
	This skill might show some hindrances in order to develop but can be effectively attained.
	This skill can be developed by an individual so as to enjoy the benefits acquired from this skill.
	6 months

	Critical thinking skill
	The major purpose is to increase the thinking skills in the given topic.
	This skill will be measured through analysing the change in knowledge about the given topic.
	It is hard to master this skill but can be developed with hard work as dedication.
	This skill is required in various aspects of life so as to enhance better effective results.
	6 months




Recommendations:
	From the above discussed stanza, it is recommended to the Barker and Stonehouse to apply an appropriate PDP in their working that covers up the general skills that one ned to inherit in themselves so as to get better effective results in the organisation by maximisation of productivity as well as profits for the organisation. Furthermore, it is also recommended to undertake MBO in their performance appraisals so as to effectively provide better and appropriate judgements of the employees.
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	From the above discussed report, it can be concluded that it is important for the organisations to undertake various performance management appraisals in order to give and take better effective results in the organisation. This report was a brief discussion that was made on performance management appraisals tools and techniques as well as their effectiveness in accomplishing individual as well as organisational goals. Furthermore, in this report, professional development plan was also provided along with the SMART framework.
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