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[bookmark: _Toc141998060]1.0 Introduction
This reports provides an in-depth analysis of Samsung's available performance evaluation tools and processes, which could be used as development vehicles. The major goal is to offer a useful Professional Development Plan (PDP) that will successfully involve the staff in a new project while also recognising and satisfying the development requirements of individual workers. The PDP's stated purpose is to facilitate a synergy between personnel development and the organisation's overall progress. The purpose of this research is to examine the effectiveness of Samsung's present development vehicles in terms of their viability, application, and acceptance within the organisation's operations and culture. The suggested PDP will be anchored in recognised principles and best practices, which will be ensured by including important human resource management theories within this report. By doing so, Samsung will be better able to foster a talented and enthusiastic workforce, improving not only individual prospects but also the company's bottom line (Maund, 2018).
[bookmark: _Toc141998061]2.0 Evaluation of Development Vehicles
[bookmark: _Toc141998062]2.1 Performance Appraisal Tools and Techniques at Samsung
To evaluate workers and pinpoint areas for improvement, Samsung has introduced a variety of performance appraisal tools and approaches. 360-degree feedback, Management by Objectives (MBO), and rating scales all fall within this category of development tools. By soliciting opinions from one's peers, superiors, reports, and clients, a 360-degree review can be conducted. The strengths and weaknesses of an employee's performance are both highlighted by this all-encompassing method. Management by Objectives (MBO) requires workers to work towards concrete, lofty targets while also tying their efforts to the larger aims of the company. Employee morale is boosted and productivity is increased as a result. Also, grading scales for performance offer a systematic method of assessment, which helps to single out high achievers and pinpoint areas for improvement (Bailey and Mankin, 2018). All of these resources come together to build Samsung's effective performance appraisal system, which aids in talent management and propels employee development and success.
[bookmark: _Toc141998063]3.0 Integration of Human Resource Management Theories:
Several theories of human resource management can be seen in the highlighted development vehicles:
3.1 Maslow's hierarchy of needs
The lower-level needs of employees, such as physiological and safety concerns, are efficiently addressed by Samsung's deployment of multiple development vehicles. The company guarantees that its employees' basic employment needs are addressed by implementing tools like 360-degree feedback and performance rating scales, which provide clear goals and constructive feedback. When workers' physiological, safety, and security requirements are met, they can turn their attention to more complex wants like belonging, esteem, and self-actualisation (Sadler-Smith, 2021). Employees' sense of pride in their work and their potential are both bolstered by Samsung's development vehicles, which provide them with chances for professional and personal advancement.
3.2 The Goal-Setting Perspective
Management by Objectives (MBO), which Samsung uses, is consistent with this theory of setting and achieving goals. MBO emphasises the formulation of defined, difficult goals that are connected with the organisation's objectives. According to the Goal Setting Theory, if individuals set goals that are both realistic and demanding, people will be more driven and more productive. MBO promotes intrinsic motivation by giving workers a sense of direction and purpose through clearly defined goals, which in turn encourages them to exert effort to accomplish these goals (Sadler-Smith, 2021). Employees are more invested and dedicated to achieving the company's goals, which leads to higher productivity and a happier work environment.
3.3 Expectancy Theory
By giving workers at Samsung access to training and advancement chances and giving them constructive criticism on how they are doing, Samsung's development vehicles contribute to the Expectancy Theory. According to the Expectancy Theory, people are more likely to put out an effort if they have reason to anticipate that doing so will result in favourable outcomes, such as higher quality work or favourable evaluations. Through initiatives like individualised learning paths and coaching sessions, Samsung cultivates a culture where employees believe their efforts will be recognised and appreciated. Because of this conviction, workers are more inspired to give their all at work, which benefits both their development as professionals and the company as a whole (Wilton, 2022).
[bookmark: _Toc141998064]4.0 Appropriateness of Development Vehicles:
Developmental opportunities at Samsung are well-suited to the demands of individual workers. Here is how each car is rated:
4.1 In-Depth Feedback (360)
At Samsung, 360-degree feedback has proven to be an effective development tool for addressing the wide range of needs among employees. This method provides an all-encompassing evaluation by incorporating comments from peers, superiors, employees, and clients. It encourages a growth mentality and more self-awareness by offering a more complete picture of an employee's performance. Employees learn how to take charge of their professional growth by identifying their areas of strength and development. But for this tool to work, an organisation needs to foster a culture that welcomes and values feedback from all employees without fear of retaliation (Bailey and Mankin, 2018).
4.2 Objective-Based Management (MBO)
Management by objectives (MBO) is a perfect fit for Samsung's culture because it emphasises the development of each person. Through the use of SMART goals (i.e., goals that are clear, measurable, attainable, relevant, and have a set deadline), MBO makes it easier for employees to understand and contribute to the larger organisational mission. This method is very inspiring to workers since it gives them focus and meaning in their work. Employee performance and dedication to the success of the organisation are both boosted by a clear focus on goals. In addition, MBO fosters a performance-driven culture that motivates workers to improve and achieve in their work at all times (Wilton, 2022).
4.3 Scales for Evaluating Performance
Performance rating scales have been adopted as a development tool at Samsung, proving its usefulness in personnel management and growth. Rating scales are a useful tool for gaining insight into an employee's strengths and development areas because they provide a structured and standardised evaluation of performance. These quantitative evaluations allow for more impartial choice-making in areas like talent discovery, staff growth, and succession preparation. However, Samsung must be aware of potential biases in the grading process to maintain fairness and accuracy. The perception of fairness and reliability in performance reviews among workers can be enhanced by the use of clear and well-defined evaluation criteria and regular calibration activities (Sadler-Smith, 2021).
[bookmark: _Toc141998065]5.0 Effectiveness of Development Vehicles at Samsung:
Organisational culture, employee receptivity, and the method of rollout all play a role in how successful these growth vehicles prove to be. As a whole, Samsung has found success with the highlighted development vehicles.
5.1 Comprehensive Feedback
With 360-degree feedback, numerous people can provide input on an employee's performance. This all-encompassing method aids workers in developing insight into their personalities, skillsets, and potential for growth. By encouraging never-ending development, managers help workers grow professionally and increase their value to the company (Samsung, 2022).
5.2 Goal Alignment
By tying employee motivation to the success of the company as a whole, Management by Objectives (MBO) increases productivity and morale. When everyone is on the same page, everyone knows their role in the company's success. The emphasis on getting things done encourages people to do their best work (Bailey and Mankin, 2018).
5.3 Objective Evaluation
Employee performance can be evaluated systematically and quantitatively with the help of rating scales. The organised evaluation helps supervisors zero in on areas where workers could use some extra help and training. This objective analysis allows for more focused training and development activities, which ultimately leads to better results (Bailey and Mankin, 2018).
[bookmark: _Toc141998066]6.1 Professional Development Plan (PDP)
[bookmark: _Toc141998067]5.1.1 Objectives of the PDP
In line with Samsung's overall objectives, the suggested Professional Development Plan seeks to improve workers' knowledge, abilities, and contentment in their jobs.
[bookmark: _Toc141998068]6.2 Proposed PDP
6.2.1 Objective 1: Personalised Learning Paths
The primary goal of the planned PDP is to create individualised study plans for Samsung workers. This goal seeks to provide a personalised strategy for employee growth by taking into account that every worker has their own set of strengths, weaknesses, learning preferences, and professional objectives. Samsung will use performance statistics, feedback, and self-assessments to help determine where each employee's development efforts are most effectively spent. By using the results of these evaluations as a starting point, training and development programmes may be tailored to the specific needs of each individual (Miller, 2019).
The individualised education plans will feature many different kinds of training and education, from virtual classrooms to in-person seminars to mentorship schemes.  With its established e-learning platforms and connections with other training providers, Samsung is in a strong position to develop personalised learning routes. These already-available assets can be put to use in the creation and distribution of individualised educational opportunities for workers (Samsung, 2022). 
The Maslow hierarchy of needs is consistent with the efficacy of individualised learning plans. This method satisfies employees' higher-level desires for belonging, esteem, and self-actualisation by catering to their individual development needs. When employees' needs for growth and advancement are met, they build a stronger feeling of identity with the company. Employees' demands for admiration to be met can be met in part by providing them with opportunities to advance professionally through personalised learning routes. Employees have a sense of fulfilment when they move along their growth paths, realising their full potential and making significant contributions to the continued success of the organisation (Wilton, 2022).
6.2.2 Objective 2: Leadership Development Program
The second goal of the PDP is to create a formalised Leadership Development Programme for Samsung employees. The purpose of this goal is to identify and develop the organisation's future leaders so that they are ready to take on greater responsibilities. Participants will gain helpful advice and insights from these seminars, allowing them to develop their leadership abilities. Participants will be able to hone their leadership skills through individualised feedback gained through one-on-one sessions (Samsung, 2022).
Samsung has a large number of seasoned leaders who can make significant contributions to the success of a Leadership Development Programme. It is more efficient and cost-effective to train current employees for leadership roles. The dedication Samsung has to its employees' development and the existing training and development infrastructure both lend credence to the possibility of achieving this goal (Michell, 2019).
The Leadership Development Programme is consistent with the tenets of the Goal Setting Theory. Aspiring leaders are inspired to perform at their best by the program's combination of tough goals and the opportunity to hone their craft. The program's well-defined goals reflect Samsung's commitment to a results-oriented work environment. Motivated by the prospect of realising their full leadership potential, individuals will work more and show more dedication to the success of the organisation (Michell, 2019).
6.2.3 Objectives-3 Employee Recognition and Rewards
Implementing a thorough recognition and rewards programme at Samsung is the third goal of the planned Professional Development Plan (PDP). With this goal, we hope to cultivate an environment where employees feel valued and appreciated for their efforts. Rewards will be tied to both individual and team performance since the programme is intended to highlight both exceptional effort and productive cooperation (Miller, 2019).
Samsung hopes to boost employee motivation and involvement by associating pay with performance, both individually and as a team. Knowing their efforts will be appreciated and rewarded encourages workers to put forth their best effort. In addition, a healthy work atmosphere can be fostered through the use of team-based incentives that promote cooperation and friendship. Given that Samsung can easily incorporate the programme into its existing performance appraisal processes, it has a high likelihood of being implemented. By combining these two systems, we can more accurately monitor employee progress and reward those who have earned it (Cath Senker, 2020).
The program's incentives and recognition are consistent with the principles of the Expectancy Theory. Employees will be more motivated to put out their best effort since they will know that their efforts will be rewarded monetarily. This anticipation in turn encourages workers to put in greater effort, which boosts performance and the likelihood of receiving praise and rewards (Miller, 2019).
6.2.4 Objectives-4 Cross-Functional Experiences
One of the four goals of the PDP is to facilitate internal transfers between departments within Samsung. To achieve this goal, staff will be given the chance to take on new responsibilities and gain new insights. Samsung plans to accomplish this goal through the implementation of employment rotations and project assignments for shorter durations (Michell, 2019).
Samsung's goal is to improve employee capacities and encourage a culture of teamwork and creativity by providing opportunities for employees to develop their skills and work together across departments. As a result, employees will be able to work together more effectively across departments and see the big picture of the company. Given Samsung's divisional organisational structure, which makes cross-functional mobility possible, the company is likely to promote it. Employees are free to try out new functions inside the company because of the organisation's structure, which allows for easy transfers between departments based on product type (Bailey and Mankin, 2018).
The suitability of cross-functional experiences aligns with Maslow's theory of belongingness and esteem needs. By offering employees opportunities to work in different teams and functions, the organisation fosters a sense of belonging and inclusion. Moreover, exposure to new challenges and responsibilities enhances employees' self-esteem and confidence in their abilities (Michell, 2019).

6.3.5 Objectives-5 Talent Development and Succession Planning
The fifth objective of the proposed Professional Development Plan (PDP) is to implement a talent development and succession planning strategy within Samsung. The purpose of this initiative is to identify and develop essential personnel with the potential to take on leadership roles in the organisation. Samsung hopes to assure continuity in leadership and management by adopting a formal succession planning framework (Cannon, Mcgee, 2017).
Samsung will invest in the career growth and promotion of chosen talent through carefully crafted development opportunities and training programmes. High-potential employees will be prepared to take on leadership responsibilities in the company thanks to these training and education programmes. With the use of performance and potential assessments, Samsung can easily identify individuals with the skills necessary for leadership positions, making talent development and succession planning a reality. High-potential persons can be found more quickly with the use of already-established performance evaluation methods and talent identification platforms (Cath Senker, 2020).
Talent cultivation fits in well with Maslow's philosophy of flourishing as an individual. Samsung helps its most promising workers develop their full potential so that the company can reap the benefits of their efforts. As workers advance along the path of growth, they gain self-assurance and contentment, factors that ultimately contribute to their feeling of self-actualisation (Cannon and Mcgee, 2017).
[bookmark: _Toc141998069]7.0 Conclusion
This research analyses the several means of growth at Samsung and suggests a PDP with five distinct goals. The growth and development of employees have been supported by specified development vehicles such as 360-degree feedback, MBO, and performance evaluation scales. Improvements in technological skills, leadership, teamwork, HR analytics prowess, and flexibility are among the goals of the proposed PDP, which is in line with Samsung's values and strategic goals. With the PDP in place, employees will feel more invested in the new endeavour, which will help the company as a whole thrive in the rapidly developing field of cutting-edge technology.
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	Development Objectives
	Priority
	Activities
to be undertaken
	Resources
	Target
Start
Date
	Target
End
Date
	Evaluation

	Objective 1: Personalised Learning Paths
	High
	Conduct individual skills assessments
Implement personalised online courses, workshops, and mentoring sessions
	The HR department, e-learning platforms, training providers
	1st Oct 2023
	30th Nov 2023
	Feedback surveys, assessment results

	Objective 2: Leadership Development Program
	Medium
	Identify potential leaders
Design a structured program with workshops and mentoring
Conduct coaching sessions
	The talent management team, senior leaders, HR department
	15th Nov 2023
	31st Mar 2024
	
Participant feedback, leadership assessment

	Objectives-3 Employee Recognition and Rewards
	High
	Design and implement a recognition program
Link rewards to performance
	HR department, performance data
	1st Jan 2024
	Ongoing
	Employee feedback, performance metrics

	Objectives-4 Cross-Functional Experiences
	Medium
	Establish short-term job rotations and project assignments
Facilitate cross-functional mobility
	HR department, divisional heads, project managers
	
15th Feb 2024
	31st Jul 2024
	Participant feedback, performance evaluations

	Objectives-5 Talent Development and Succession Planning
	High
	Conduct performance and potential assessments
Implement targeted development initiatives
	Talent management team, HR department, training providers
	1st Mar 2024
	
Ongoing

	
Succession plan updates, talent development progress
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