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[bookmark: _Toc130508554]Introduction
The project idea of a corporation called Tesco has been the primary subject of this study. The organization has a new project and strategy in place to improve productivity and efficiency, and it involves implementing a performance management system. A well-thought-out strategy, which will serve as a road map for the organization as it works to bring the project's aims and objectives to fruition, is necessary for this to happen. Both performance management and the performance management cycle are defined and explained briefly and clearly in this study. This research also includes a comparison and contrast of the available automobiles, highlighting their strengths and weaknesses. The assessment will also evaluate the vehicle's benefits in terms of the company and its workers. The report's personal development plan takes into account the SMART goals framework. Finally, the report includes a useful suggestion that may be implemented to boost the PDP's performance.

[bookmark: _Toc130508555]Explain what are performance Management and the Performance Management cycle.
One of the most important tools for managers, performance management helps them evaluate and improve their employees' output. The primary objective of the routine organization is to create a situation where employees can provide their best effort and produce high-quality results for the business (Abraham et al., 2019). Employees and supervisors alike would benefit from a clearer picture of the organization's long-term objectives, standards of performance, and paths to promotion thanks to the performance management process. Yet, with this method in place, the organization's leadership can guarantee that staff efforts are directed toward achieving the company's goals. Managers often utilize performance management systems to oversee daily operations, propose new courses of action, and make other important choices that help employees reach their goals (Abraham et al., 2019). More than that, it will help the company achieve its objectives and function properly. For instance, based on the performance system, management defines the organization's goals and expectations for workers and instructs them on how to achieve those goals.
The performance management cycle is the regular development strategy that pays special attention to "planning, checking, and measuring" the performance of the organization's employees. The performance management cycle's overarching purpose is to boost employee performance and help the organization reach its ultimate objective (London and Smither, 2018). Yet managers have substantial obligations throughout the performance management cycle, including the creation of impact-driven objectives, the provision of coaching and training to achieve those objectives, the allocation of sufficient resources to ensure success, and the provision of recognition and rewards for those who have excelled. Increased staff enthusiasm and output are two further ways in which the PM Cycle contributes to the success of a business (London and Smither, 2018). The preferred order of the performance management cycle's phases will vary from one organization to the next. One of the most popular approaches to managing employee performance, however, consists of four distinct steps. Planning, monitoring, evaluating, and rewarding are the four primary stages of the performance management cycle.
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At the beginning of the PM cycle, efforts are directed at strategic planning at the organizational level, including the formulation of an overarching mission statement, the allocation of individual responsibilities, and the formulation of a comprehensive strategy (de Waal, 2017). Managers may foresee potential pitfalls in employee performance management with the aid of the planning phase. In the second part of the PM cycle, managers are responsible for keeping tabs on employee performance on a weekly or monthly basis. Yet if workers need assistance in a certain area, they will be directed in the right direction and given opportunities to improve their skills. After a PM cycle is complete, the third step entails a review by management to ensure that all organizational objectives were achieved (Armstrong and Baron, 2015). At this juncture, supervisors assess workers' current abilities and plan for their further growth. Finally, the PM cycle phase focuses on recognizing and rewarding people for their efforts, on the theory that doing so would inspire them to continue doing well. When an employee feels inspired, they are more likely to put in extra effort and produce better results.

[bookmark: _Toc130508556]Critically evaluate development vehicles available to Tesco and explain the extent to which you think they are appropriate in meeting the development needs of the individual employees.
360-degree feedback
The term "360-degree feedback" refers to a method of conducting an "employee review" in which all employees are given the chance to get evaluations of their performance from a variety of sources, including their managers, colleagues, coworkers, customers, supervisors, etc. As it does not depend on input from just one source, 360-degree feedback is a different notion from more conventional forms of feedback. Employees in any organization may benefit from hearing about their strengths and areas for improvement from a variety of perspectives by taking advantage of 360-degree feedback (London and Beatty, 2019). In most cases, this form of feedback is used for progress. Some high-ranking executives have voiced concerns about the potential negative effects of the restrictions of 360-degree feedback on their company's operations and success. The team members' awareness of the advantages of working together is greatly aided by the 360-degree feedback approach, making it an invaluable tool in the team growth process (London and Beatty, 2019). Team members will take more responsibility for their work as a result of the information they get through the applicable feedback procedure. Employee "training requirements" may also be determined using this method. Managers may better meet their workers' training requirements with the support of employee feedback (Hazucha et al., 2019). Organizations may use 360-degree feedback to improve customer service by listening to and learning from the perspectives of all their consumers. As the feedback giver's identity is concealed inside the 360-degree feedback system, the individuals getting the feedback may always ask for more clarification.
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A major drawback of 360-degree feedback approaches is the difficulty in tracing the origin of the input if just a few details are provided. This is because collecting and analyzing the 360-degree input takes a lot of time and effort. One of the major drawbacks of this feedback approach is that it takes a long time to implement (Hazucha et al., 2019). There are several ways in which 360-degree feedback may improve the efficiency of businesses and their staff. Collaboration between staff members may be boosted with the use of 360-degree feedback. That's why it's great news for Tesco: it'll help the company's operations run more smoothly and efficiently. As opposed to depending on only one source, the 360-degree input is compiled from a wide variety of perspectives (Lepsinger and Lucia, 2017). As a result, it is a significant factor in combating discrimination in the workplace. Employees benefit greatly from 360-degree feedback since it allows them to get insight into their areas of strength and improvement. As a result, it is safe to say that it also significantly aids in the progress of workers' performance. To get a clear picture of an employee's performance, many businesses are turning to 360-degree feedback solutions. As a result, it's fair to say that this method is among the best for boosting and controlling organizational performance. Employees' motivation may suffer as a result of the feedback-giving process, which tends to concentrate on their shortcomings (Lepsinger and Lucia, 2017). Thus, substantial adjustments to their evaluation methods are needed.

540-degree feedback
The 540-degree feedback model is a system in which "many appraisers" evaluate an employee's performance. Only with these feedback mechanisms are vendors and suppliers involved in the inquiry. While this kind of criticism is often used to expose workers' flaws, it may also be used to highlight their strengths, which can then be used as a motivational tool (Kanaslan and Iyem, 2016). This way of providing feedback is quite effective in raising the bar for all employees. Training techniques and modules may have their information better contextualized with the aid of the 360-degree feedback system. It will help the company's employees achieve a greater level of customer satisfaction, which in turn will boost the company's income. As the purpose of the 360-degree feedback approach is to improve workers' performance via reviews, that's where most of the focus goes. It has the potential to greatly improve the efficiency and effectiveness of the company's workforce (Kanaslan and Iyem, 2016). In addition, it may provide the company with an understanding of the customer's perspective, which is crucial for businesses in today's cutthroat markets. Although the 540-degree feedback method's primary goal is to highlight the individual's strengths, it is unable to give information on the areas in which workers may benefit from improvement.
This approach to gathering input is unique in that it actively involves the organization's external stakeholders. As a result, businesses like Tesco may benefit greatly from using this technique to increase customer happiness (Hosseininezhad et al., 2021). Unlike more conventional forms of customer feedback, this approach will assist the company to pinpoint the root causes of problems. Due to its status as a tool for evaluating workers' efforts, the 540-degree evaluation is a crucial part of any effort to boost productivity in the workplace. This kind of evaluation is great for identifying employee strengths and weaknesses, as well as for pinpointing areas in which they may benefit most from further instruction. As a result, it is safe to say that this method is ideal for identifying and meeting the specific development needs of each employee (Hosseininezhad et al., 2021). Because it's a time-consuming procedure that drains the company's resources and energy. There must be better methods of evaluation and data collecting for this procedure.

Management by objectives(MBO)
Management by objective, also known as MBO, is a management model that is regarded to be a strategic management framework. The primary purpose of this model is to improve the effectiveness of the organization by explicitly explaining the goal, which is something that is agreed upon by the management team as well as the staff (Kyriakopoulos, 2019). Along with the assistance of the MBO process, the workers and the management construct a strategy to achieve the target level of performance. It is also useful in enhancing the engagement and dedication of people working for the organization, which is a benefit for the organization as a whole. In most cases, the MBO model will consist of five fundamental phases, each of which will either explain the purpose or increase performance (Kyriakopoulos, 2019). To successfully adopt an MBO model, the management of Tesco has to first establish the organizational goal, and then in the second stage, their primary responsibility will be to turn the organizational goal into a goal that can be achieved. After that, they have to successfully monitor the performance to analyze the progress, and last, they have to center their attention on paying the workers depending on how well they do in their jobs (Rodgers and Hunter, 2017). Since the MBO directs the efforts of each employee toward the achievement of a particular business goal, implementing it may successfully assist organizations in improving communication within the organization and the effectiveness of its teams. Within the context of this specific procedure, the managers of the organization can establish personalized goals for each member of the workforce by taking into account their level of knowledge, experience, and competence.
As a result, this has the potential to be of great assistance in achieving high-quality work from the workforce. One of the most significant drawbacks of the MBO model is that it may be a pressurizing process. This is because working with defined and quantifiable targets can raise the stress levels of the workers (Rodgers and Hunter, 2017). As a result of the fact that this procedure places a significant emphasis on the achievement of the business objective, it has the potential to divert the attention of management away from other variables of operations that are equally important. The primary aim of the MBO models is to place a greater emphasis on the accomplishment of the business goal via the use of separate goals. As a result, it presents an opportunity for the organization to successfully contribute to the achievement of its business objectives (Dinesh and Palmer, 2018). Also, it ensures that the workers and management are working for the same company objective, which will further boost the performance and productivity of the business organization as a whole. As a result of the fact that these models are entirely centered on the enhancement of the performance and cooperation of the staff members, they can be regarded as the most effective strategies for improving the capabilities of organizational performance management. The success of the workers is given less attention under this model since the emphasis is placed primarily on the achievement of the organization's primary objective (Dinesh and Palmer, 2018). As a result, they need to put into place some kind of business practice that will center on the performance of the staff and the input they get from customers.

[bookmark: _Toc130508557]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.
	Development Objectives
	Priority
	Activities to be Undertaken
	Resources
	Target Start Date
	Target End Date
	Evaluation

	Inspiring workers to do better on the job.
	High
	Workers' efforts should be recognized and rewarded when they succeed.
	The primary tools for increasing workers' enthusiasm are the reward system and performance reviews.
	01/05/2023
	01/08/2023
	An uptick in output and interest.

	Investing in the growth and education of staff
	Medium
	Educating workers on the merits of training and development initiatives and providing access to appropriate courses.
	The training and improvement procedure calls for a competent teacher, a suitable training facility, and appropriate tools.
	01/05/2023
	01/08/2023
	Improvements in staff members' skills and expertise.

	Use of performance-monitoring instruments
	High
	Choose the right software and performance management instruments.
	Methods for measuring and improving productivity, such as the Balanced Scorecard and other software programs
	01/05/2023
	01/08/2023
	Consistently evaluating and keeping tabs on worker performance.



[bookmark: _Toc130508558]Recommendations
Rewarding and praising workers should be at the forefront of any good performance management system. The labor and efforts of employees should be recognized and rewarded. There will be an adverse effect on voluntary turnover if recognizing employees is not a top focus (Van Dooren, 2019). While deciding on a performance management system, a company has to make sure it will work well in its setting. There should be no favoritism or ambiguity in the system for recognizing and rewarding employees for their efforts. The organization's management may help close the performance gap by conducting a thorough evaluation of employee work and advising workers on how to improve. Training and development should be scheduled on a monthly or quarterly basis to maximize the impact on worker productivity.

[bookmark: _Toc71383847][bookmark: _Toc130508559]Conclusion
The success of a company is greatly aided by a well-managed workforce, and one of the most important ways to do this is via performance management. Most organizations use a four-stage performance management cycle as the basis for their approach to performance management. "360-degree feedback," "540-degree feedback," and "management by goal" are some of the most important vehicles that may aid in identifying and meeting workers' development needs. Organizational goals are made much more attainable with the aid of the individual development plan.
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