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Executive Summary 
This report provides complete elaboration about different training & development tools including 360-degree feedback, graphic rating scale, and management by objective. The report has identified that ASDA often takes advantage of 360-degree feedback to assess employees' punctuality and traits. Such development tools help ASDA to collect valuable feedback from multiple people such as senior supervisors, colleagues, peers, and suppliers. Moreover, the Graphic rating scale is quite effective in detecting unorganized working habits such as unauthorized breaks and expressing biased opinions. On the contrary side, Professional Development Plan helps employees to strengthen their technical, leadership, and decision-making abilities. 
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This report mainly provides a concise description of different performance appraisal tools including Management by Objective, Individual Pay Related Performance, and 360-degree feedback. The report highlights that how performance appraisal tools contribute to the future development of employees. Further, the report has also developed a professional development plan to identify training needs for staff members. It mainly summarizes how development vehicles contribute towards better employee engagement. The report also provides suitable recommendations for organizations to foster employee development. The report has also chosen ASDA as a leading organization to demonstrate the importance of development vehicles.

Company Overview 
ASDA is the largest grocery retailer that offers homeware products, clothing, electronics, and groceries to customers. The company is quite specialized in a diverse portfolio such as music, gardening, and baby care products. The supermarket sells its products in over 27 countries and owns 6200 retail outlets (ASDA, 2021). The company has also installed more than 600 Click & Collect services in international countries to enhance customer experience. At present, ASDA is the leading grocery sector with a stable market share of around 15.1%. The supermarket has currently employed 165,000 colleagues with an average turnover of around 1.7 billion. The goal of ASDA is to become the best-value retailer for customers. 
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Source: (ASDA, 2021)
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Performance Appraisal is defined as a systematic approach to evaluating employee personality and strengths. In today's complex scenario, performance appraisal tools were quite essential for increasing workplace productivity and leveraging employee competencies. These tools mainly give greater opportunity to businesses to measure employee's performance in terms of different skill sets such as punctuality, communication, and evaluating interpersonal skills. ASDA often utilizes different performance appraisal tools to evaluate employees' performance and assess their diligence towards business performance (E-reward UK, 2021). Thus, the Performance appraisal system mainly helps ASDA to retain a highly dedicated and skilled workforce. A proper appraisal system is very much vital to achieving the best financial result. It ultimately helps ASDA to carry out certain operational tasks in an effective way. Some of the major developmental tools are as follows: 
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Source: (Peng and Zeng, 2016)
360 Degree Feedback: It is the most popular development method where employees receive performance feedback or advice from supervisors and customers. 360-degree feedback is the most systematic approach to evaluate personal skills and competencies (Peng and Zeng, 2016). ASDA often uses 360-degree feedback to gain crucial insights about employees' skills and knowledge. The company can further utilize this feedback to promote accountability and strong teamwork among staff members. It ultimately helps ASDA to create a multi-rated feedback system where employees can receive suggestions from their peers and other mentors. 360-degree feedback is often regarded as a crucial aspect of the leadership development process. This ultimately helps employees to invest more effort in business procedures. Through 360 degrees feedback, ASDA may be able to mitigate the chances of racial discrimination and assess employees' problems. 
Moreover, the supermarket often utilizes 360 Degree feedback to share relevant information with staff members regarding quality standards, store management, and functional responsibilities. In this way, ASDA supervisors can share both criticism and verbal appraisal among staff members. For example, ASDA managers may use 360-degree feedback to appreciate employees for sharing excellent marketing areas. On the other side, the senior supervisor may utilize this feedback to scold employees for delays in production targets (GR, 2020). Thus, 360-degree feedback is quite effective in eliminating office gossips and analyzes significant changes in employee performance. The drawback of 360-degree feedback is that negative feedback or criticism may lower employees' performance. While receiving negative feedback, Employees often become more aggressive and blame others. This may often lead to a hostile and toxic working environment for colleagues.
Management by Objective (MBO): It is a systematic management model where an organization outlines certain objectives for long-term growth. For example, ASDA has outlined concrete and clear goals for staff members such as "Becoming low-cost grocery retailer across the world" and "increasing customer satisfaction". These goals mainly offer clear direction to staff members to fulfill business priorities. Through MBO, ASDA may be able to create a proper working schedule for employees to achieve that goal (Clayton, 2021). For example, the store manager may create a separate excel sheet to determine that whether employees are completing their daily basis targets or not. Thus, MBO mainly helps employees to analyze their potential skill gaps and receive overall guidance about their performance. Thus, MBO is quite effective in creating an action-oriented mindset among employees. With MBO, ASDA supervisors can hold regular meetings to discuss with employees regarding the supply chain, store management, and successful implementation of marketing goals. Thus, Management by Objective ultimately helps ASDA to create tentative performance schedules for staff members. 

The drawback of MBO is that lack of a follow-up plan has negative repercussions on business performance. Too rigid or vague goals may often create a resentful attitude among staff members. In absence of clear goals, employees often feel suspicious, hostile, and aggressive towards the management team (Islami et al., 2018). On the other side, MBO is a quite costly and time-consuming process that requires immense paperwork. ASDA managers might face the immense burden of creating too many reports.  
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Source: (Clayton, 2021)

Individual Pay-related Performance: It is another systematic approach where organizations often link employees' salaries with performance (Bano, 2018). Performance pay related mainly acts as a good incentive for staff members to stay focused on business activities. For example, ASDA has mainly created a merit-pay-based system where employees usually receive compensation as per their performance. For example, ASDA has provided a £19 million bonus to employees during COVID 19 crisis for achieving store targets. Here, Employees are entitled to receive £360 for delivering excellent customer service. Thus, the Individual Pay-related performance system develops a greater sense of belongingness and responsibility among staff members (ASDA, 2021). This ultimately helps ASDA to promote greater equitable treatment and fairness among staff members. ASDA has already categorized its pay-related performance system into different categories such as group bonuses, merit rating, and share-ownership plans to evaluate employees' performance (E-reward UK, 2021). Thus, a Performance pay-related system plays a vital role in acknowledging employees' contributions and allocating the right performance-related awards to truly deserving employees (Na et al., 2019). The drawback of performance-related systems is that company culture often becomes extremely competitive to exchange financial bonuses which harm individual morale. 
540 Degree Feedback: It mainly refers to an effective development approach that consists of multiple appraisers such as suppliers, local vendors, peers, and subordinates. Here, Employees might receive feedback from delivery executives, sales departments, and customers. For example, ASDA has mainly created an effective "People Plan" where employees can easily engage themselves in online discussions with engagement analytical teams and line managers to obtain valuable advice and suggestion from others. Unlike 360 degrees feedback, 540-degree feedback mainly involves external appraisers that provide better professional guidance to employees regarding future growth. Moreover, ASDA has already been merged with Walmart related to customer service and future expansion plans (Memon et al., 2019). This may help ASDA employees to obtain accurate performance feedback from external stakeholders. Thus, 540-degree feedback is quite effective in dealing with competitive market conditions. For instance, ASDA employees can cooperate with delivery executives to become more courteous and well-groomed among customers. The drawback of 540-degree feedback is that biased opinions may often lead to poor coordination among senior supervisors and employees.
Graphic Rating Scale: It mainly refers to a powerful performance appraisal method where employees achieve ratings within the expected list of desired behavior. The rating system is quite essential to analyze employees' reactions and behavior towards business activities. For example, ASDA often uses a graphic rating scale to monitor employees' performance in terms of personal habits, attitudes, punctuality, and quality of work (Ujianto and Anugrah, 2021). For example, ASDA often gives the highest rating to those employees that comply with professional code and comply with corporate culture. The company often appreciates those employees which show the highest sincerity and genuine care towards others. The supermarket often utilizes a graphic rating scale to avoid undesirable habits of employees such as indulging in office gossips, misusing corporate assets, and taking unauthorized breaks. The main advantage of the graphic rating scale is that firms may be able to identify the unique traits and capabilities of employees. Through the Graphic rating scale, ASDA may be able to make well-informed decisions regarding employees' training needs and capabilities. The drawback of the graphic rating scale is that negative ratings may often create misunderstanding and differences among colleagues (Sung and Wu, 2018) 
.
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Source: (Sung and Wu, 2018)

From the above analysis, it is stated that developmental tools play a crucial role in employee engagement and increase business productivity. ASDA has already introduced a different bonus scheme and a shared ownership plan to reward employees for achieving internal performance milestones. The company has mainly introduced a new bonus scheme named "Go-Getters for Forgetters" to acknowledge employees' efforts. Such performance-related pay schemes mainly help ASDA to simplify its corporate structure and reduce staff turnover. These developmental vehicles mainly act as the biggest motivator for colleagues to stay attentive and flexible within the workplace (ASDA, 2021). During this pandemic, ASDA has completely built a transformational culture for employees by offering 100% bonus entitlement to customers along with additional paid leave. An effective performance appraisal system mainly helps businesses to create a sense of loyalty and modesty among staff members. It ultimately helps ASDA to maximize business productivity through real-time feedback, strong goal setting, and weekly performance management meetings that contribute towards better employee performance. 
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A professional development plan mainly refers to proper documentation of an individual's knowledge, skills, and competency required for the desired job position. The HR team of ASDA will develop a proper professional development plan to create new career advancement opportunities for colleagues. With this professional development plan, The HR department may try to educate employees for multiple disciplines such as leading cross-functional teams, working with the committee, and handling new tasks (Barry and McMangie, 2021). In this way, ASDA can educate employees in diverse employability skills such as strong decision-making skills, leadership, and customer-service skills. This may ultimately help employees to take active participation in product management meetings and webinars. On the other side, the company may also conduct special online programs, conferences, and mentoring events to identify skill gaps among colleagues. The following tables mainly depict the professional development plan for colleagues. Some of them are as follows: 
	Development Objectives 
	Priorities 
	Activities to be undertaken 
	Resources 
	Target Start Date 
	Target End Date 
	Criteria for Success 

	To improve digital marketing skills 
	ASDA may offer digital marketing training to staff members to bring new shopping initiatives for customers (Huet and Casanova, 2021) 
.  
	The HR team will conduct successful digital marketing workshops and career webinars to educate employees regarding digital marketing concepts. 
	Online learning modules and digital marketing handbook. 
	1 Jan 2022
	30 Jan 2022
	360-degree feedback to monitor employee performance. 

	Developing future leadership competencies 
	In today’s complex scenario, leadership competencies are quite essential to deal with the financial crisis. 
	The company will conduct online leadership training courses (Barry and McMangie, 2021).  
 
	Group presentation projects and leading small tasks. 
	2 Feb 2022
	28 Feb 
2022
	Taking feedback from stakeholders and team members regarding task execution and decision-making skills. 

	Making consistent improvement in working habits 
	Improvement in working habits is quite essential to maintain transparency within the workplace. 
	Asking employees to take frequent breaks in hectic working hours and taking initiative towards new projects. The company may also encourage its staff members to ask smart questions about customer service policies and business operations. 
	Issue professional behavior codes and comply with all business policies (ASDA, 2021). 
	3 March 2022
	4 April 2022
	1-hour management meetings to evaluate employees' performance. 

	Improve customer service   skills 
	ASDA may conduct effective customer service training courses for staff members to achieve better customer retention. 
	The company may schedule a 3-month training program to help employees in understanding employees' perspectives. 
	Online customer service training manual and webinars. 
	15 April 2022
	15 July 2022
	The HR team will try to evaluate employee progress through customer feedback and reviewing customer suggestion portals.  

	To strengthen decision-making abilities 
	The company may encourage its staff members to find innovative ways to solve relevant problems (Huet and Casanova, 2021) 
. 
	Scheduling special career workshops and professional networking events to help employees in taking appropriate decisions related to future career plans, managing big projects, and other planning areas (Wolniak, 2017). 
	Online training manual booklets and mentor feedback. 
	20 July 2022
	1 Sept 2022
	Weekly management meeting and graphic rating scale. 
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It is recommended that ASDA must hire an efficient cross-functional team to monitor employee performance on regular basis. With cross-functional teams employees may be able to collaborate with experienced professional teams related to future career development plans and strengthen critical thinking abilities. ASDA must schedule 6 months soft skill training program to develop greater emotional intelligence, resilience, and empathy among staff members. The company should focus more upon informal training courses such as job shadowing and weekly mentorship sessions to determine the development needs of employees. Additionally, ASDA should also implement upskilling programs to train employees in pursuing senior and mid-level roles. The company should also adopt a top-notch LMS system where employees can easily access online learning content regarding diverse business operations. Moreover, ASDA can also create strategic alignment between LMS with mobile compatibility to offer the best training content to employees such as monthly checklists of day-to-day tasks and infographics to help employees in developing new skills. Moreover, ASDA can improve its performance management system by creating a simple feedback channel where employees can easily share their opinions regarding ongoing training programs and learning materials. These feedback channels mainly help ASDA to create inspiring career development journeys for staff members. 
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The report concluded that development vehicles mainly act as the biggest motivational tool for colleagues to perform better. It has been identified that ASDA often takes advantage of several performance appraisal tools such as 360-degree feedback, graphic rating scale, and management to increase employee satisfaction. It has been summarized that development vehicles mainly help employees to acquire new knowledge and skills about different professional fields such as engineering, logistics, and marketing. The report has also evaluated that a professional development plan is vital in gaining adequate knowledge and skill related to future executive roles. The professional development skills mainly help ASDA to develop adequate training and developmental goals for staff members within the suitable deadline. 
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