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Executive Summary
This report will examine the techniques and tools used in Marks and Spencer to help increase employee performance. Marks and Spencer is one of the top 500 retailers globally, with more than 1,800 stores in the UK, Channel Islands, Ireland, and Poland. Marks and Spencer is a huge, well-established brand that holds great appeal for potential candidates looking for a company to work for. With just over 200k employees, Marks and Spencer's need for staff is constant.   Performance appraisals can help managers and employees understand the employee's strengths and weaknesses, the areas in which they need further development and so on. Through a range of different appraisal tools and techniques, such as 360-degree reviews and peer review, Marks & Spencer holds regular discussions with its employees on various topics, including potential developments in their careers and opportunities for development within the company.












Introduction
          This report intends to research the Employees Needs and Performance Appraisal Tools and Techniques Used at Marks and Spencer. Marks & Spencer has a diverse range of brands and products to suit individual tastes and needs. With the direct line of communication between colleagues and staff development structure within the company, employee satisfaction is a priority. Marks and Spencer's made an important decision by setting up an Employee Benefits department. This initiative is intended to give more employees the confidence to take advantage of the numerous benefits. In addition, Marks and Spencer have created a new development program to ensure that it continues to meet the targets it set for itself in 2008. The company is calling this its employee Needs program, a way to capture the most important needs of employees throughout the company.

a) Performance Appraisal Tools and Techniques Used at Marks and Spencer (200 words)
According to Toms and Zhang  (2016), a Performance appraisal should be undertaken once a year. It is necessary to identify areas for improvement, strengths and weaknesses in the employee's performance. In addition, a performance appraisal should identify training needs for employees and help them improve their skills. Marks and Spencer use performance appraisal tools and techniques to aid employees' performance at work and look for ways to improve their current attitude. Many companies have methods that make managing performance and creating individual development plans difficult, particularly in appraisal. For Marks and Spencer, performance appraisals are essential to the effective management of their employees(Rajput 2015).
Esoimeme (2020) presented that Marks & Spencer is the first British-based corporation to embrace appraisal methods in developing consistent organisational processes where performance can be appraised against the company's strategic objectives.  Marks and Spencer have always been very integrated into the performance management process. Since 2008, Marks and Spencer have introduced several tools to help the store monitor performance and develop staff using Performance Appraisal Tools and Techniques. Performance Management is the process that allows a manager to formulate objectives, goals, and performance standards for employees. Marks and Spencer implemented many changes in its performance management process that positively affected its people performance review (Fisher 2016.)

Employees Needs at Marks and Spencer
            According to Taylor (2019), Marks and Spencer are one of the leading retail businesses in the United Kingdom. Marks and Spencer create and design products targeted to be sold in their business. Marks & Spencer help their employees be happier by giving them small treats and rewards, encouraging great customer service, giving their employees better opportunities, hiring people who demonstrate their qualities. Securing a place on the Marks and Spencer team gives Employees the chance to work for a global retailer with great benefits, flexible working and development opportunities. M&S is exploring new ways to take care of our colleagues with a range of products, services and help and information lines (Hannington 2016). The Marks and Spencer Group is the UK's leading retailer of quality food products, apparel, home products and services. The Marks and Spencer Group encourages employee initiative and promotes a flexible approach to working. Marks and Spencer Group employees receive substantial remuneration, benefits and share ownership privileges. Marks and Spencer Group offers long term career opportunities at all levels of management within generous budgets. Marks and Spencer know that today's employee is tomorrow's customer. They are dedicated to delivering the ultimate shopping experience whether the employees are working or shopping. Their focus is on cutting edge technology and fabulous fashion to make the working week more fun for the employees (Esoimeme 2020).

Evaluating Effectiveness of performance Appraisal Tools Of Marks and Spencer In the Context of Employee Needs
Faria (2020) presented that Marks and Spencer is the leading retail business in the United Kingdom. This company provides the best and high-class services. Evaluating the effectiveness of performance appraisal tools of Marks and Spencer in the context of employee needs. In Marks and Spencer, appraisal tools focus on employee needs. Concerns regarding appraisal tools in Marks and Spencer had been voiced and stressed by the employees due to the incongruent measures used against them. The company has made efforts to reduce this gap to improve employee morale. The main objective of Marks and Spencer is to improve the performance and retention of employees and help them grow. Their performance appraisal tools are used for both the company and the employees. They ensure that their employee reviews are fair and focused on increasing an individual's potential in the organisation (Angeles 2016).
According to Toms and Zhang (2016), Marks and Spencer were established to provide quality and value for money. This company is one of the largest clothing, food, general merchandise and new media retailers in Europe and the UK. The company is famous for its employee-centred approach to business policies based on performance appraisal tools that ultimately help it achieve success. For years, Marks and Spencer has used appraisals to help support the growth of their clothing and food businesses. The results they have achieved have informed their approach. Their employees appreciate that even though there is a common element to reviews, M&S ensures they are conducted in various locations and by senior staff across all business areas. The performance appraisal tools of Marks and Spencer consists of two courses. The first is the training program, which aims to help managers improve their appraisal skills. The second one is the Appraisal Guide that has been written to assist line managers. They are divided into three parts to provide all information needed for appraisals, and they are easily accessible and useful. They aim at helping managers to obtain information, give feedback, and reward by providing simple language, worksheets, and tips on the best appraisal systems within the organisation or on individuals' performances (Fisher 2016). 
Esoimeme (2020) presented that  Selecting the right performance appraisal tool that can break down the hierarchy, encourage employee participation, and align with business goals is a difficult decision. Marks and Spencer's two pilot studies on multiple generations of performance appraisal tools and innovative ways to choose performance appraisal tools are being examined. Marks and Spencer management is always keen on developing their employees and knows performance appraisal tools are nothing but a tool to achieve it. This is true that appraisals can work as effective tools for management, but only if their elements and components are woven together to complement the other. Only then can the effectiveness of performance appraisal be enhanced. Performance appraisal is done to recognise employees, improve the performance and growth of an employee, and identify areas of improvement through formal meetings that evaluate the performance of employees as compared to their goals(KALYAN and KUMAR 2019).
According to Faria (2020), Marks and Spencer are among the largest, best-known, and most respected selling organisations in retailing. Marks and Spencer defines their people strategy as a key factor in their future success. Performance appraisal is a tool that envisages the quality appraisal process of employees. Therefore, the main focus is on improving the output of an organisation by polishing the level of performance of an individual employee.  There are plenty of performance appraisal tools that experts have described in management and human resources. Most of such appraisal tools include the under-listed: job analysis, organisational development, employee participation, attitude measurement, job enrichment, differentiated incentive schemes, feedback sessions, goal setting process (Islam 2016).

b) Professional Development Plan
According to Taylor (2019), A Professional Development Plan help enhance students' reading comprehension and writing. It's easy to implement planning tools, including a design, a calendar, and systematic scaffolding materials to make it easier to follow the goals while meeting new state standards. Professional Development Plan is designed to assist in professional development. It has been prepared using input from the employees, in conjunction with relevant research and practices, to ensure a level of individualised attention and progress tracking to help them achieve career objectives. It is intended to be used as a guide for choosing courses, participating in professional development activities, assessing performance against goals and evaluating overall effectiveness related to the organisation's strategy (Muriuki and Wanyoike 2021).

Professional Development Plan and Employee Needs
Angeles (2016) presented that Personal development plans have the right to emphasise the skills and abilities of their employees. Each company may create a personal plan that could be tailored to the specific needs of their business. Personal Development Plans (PDPs) have been introduced as part of an overall strategy to improve the performance of individuals, teams and business units. Development needs are identified from the bottom up, equipping those responsible for delivery with the tools, support and resources needed to succeed. The implementation process ensures that development is structured, appropriate, realistic and measurable (Taylor 2019).
KALYAN and KUMAR (2019) presented that a personal development plan is being made to meet the needs of employees. Organisations have to make available the opportunities for their employees to create and update their knowledge and skill. Not only that, but corporations must also provide time for employees to learn, grow and gain perspective. The abilities of an employee are not static. They change and grow over time with experience. Therefore, providing time, resources, and training initiatives will help develop the workforce employees need (Hannington 2016).

Suitability of Employee Needs in Marks n Spencer
Angeles (2016 ) presented that  Employees are very important for an organisation. They are the backbone of any organisation. Marks n Spencer is not an exception. It also has a huge number of employees. Each employee plays a significant role in the development of this organisation.  Employees in Marks n Spencer are given the freedom to choose an interesting job. There are very few chances to be asked to do irrelevant and unwanted tasks. The employees here have no restrictions and boundaries. They have been provided with equal opportunity and an excellent working environment to produce high-quality work and stay at their best. As a result, employees are more motivated and trust the company, which ultimately raises the company's productivity. The staff of Marks and Spencer is all helpful, cheerful, and patient. They are the best boss anyone would ever want to work with. They treat their workers with kindness and generally create a positive experience for every employee (Islam 2016). 
Rusu et al. (2016) presented that The Marks and Spencer company seems to be the right workplace since it provides an ideal working environment for each employee. Anything that the employees need is what they will get in this company. For example, the employees' attendance is highly monitored, and if they are absent, the company follows up with a visit or a phone call to their residence.   Restructuring within the storage system of Marks and Spencer will be essential to developing successful relationships with customers and improving the competition from other retail enterprises. This can be a challenge for M&S in the future. The restructuring process will be hard for staff to cope with by letting them down or making them redundant. The budget will help to support better ideas on how operations around the company could work more efficiently regarding employee needs (Armstrong 2021).

Feasibility of Employee Needs in Marks n Spencer
Polman and Bhattacharya (2016) explain that Employee satisfaction has been a major concern of Marks n Spencer. Based on the employee needs, an analysis was conducted to ensure that employees are well taken care of their health and fitness needs.    Marks and Spencer (M&S) is a leading chain of British food retailers that have steadily conquered the market in the last three decades. When profits are increasing, and the company is advancing, its employees should also be happy and enjoy a certain level of job satisfaction. But that's not always the case: both inside and outside the firm, voices are being raised about an increasingly unhealthy obsession with corporate performance, which means employee needs are often neglected.  Through the years, Marks and Spencer have been very successful with its sales in the grocery department. Remarkably, it was the fourth-largest retailer in Britain before it was acquired. There have been reliable growth, especially in food stores, which is considered the company's main revenue generator. The performance improves due to the values central to the company's culture. This alone has helped them market their products and services better than others (Mazzotti et al., 2018).
According to Koonce et al. (2019), The need is to determine the feasibility of employee needs in the Marks and Spencer Head office. Marks and Spencer (M&S) is the most recognisable name in retail clothing. The company has a strong customer focus and operates more than 800 stores throughout the UK, employing its own brand name for fashion items including knitwear, menswear, womenswear, childrenswear, cosmetics and household products. In addition, Marks and Spencer are also operating Food and Wine Stores, food shops within existing M&S outlets, Health and Beauty Retailing Stores and High Street Jewelry who retail contemporary jewellery brands.   Store employees are the daily face of Marks n Spencer for customers, but little is known about their needs. The store plays a vital role in the team, assisting staff with lifestyle and work-life balance and supporting their careers. As a smaller store, the team works extremely hard to support the business and provide great customer service.


Acceptability of Employee Needs in Marks and Spencer
According to Faria (2020), the management accepts Marks and Spencer's employee needs. This can be proved by having a website where employees can put forward their problems, and mark bosses are aware of it. They try to solve all the problems as early as possible, so it doesn't get too late, and there will be no more issues with the employees. There have been many changes in Marks and Spencer over the past years. They are now working to give employees what they need when they need it and how. Employee satisfaction is one of them. Marks and Spencer have worked hard to increase customer satisfaction and profits by listening to employees' needs (Armstrong 2021).
Islam (2016) claims that Marks and Spencer is one of Britain's oldest and most successful retailers. It uses every marketing strategy for its brand recognition. This includes the concept of customer-driven marketing, setting prices based on justifiable costs, and applying business ideas that make businesses stronger. The company is taking good care of their employees needs to increase their productivity and profit margin. By accepting the needs of the employees, this business has experienced an increase in quality of services provided, safety, security and flexibility.  Employees are the major asset of any organisation. So, no doubt selecting employees based on their skills and attitude would result in a more profitable and effective business. Happy employees virtually guarantee high morale, productivity and well-being. Even though every organisation includes selecting employees, Marks & Spencer has a unique selection procedure due to its unique recruitment policy. This makes it different from other organisations in attracting and retaining employees (Polman and Bhattacharya 2016).

Conclusion
To Conclude, Marks and Spencer is a chain of upmarket British supermarkets with a reputation for quality food products. M&S is a famous high street British retailer of decent quality clothing and household goods, catering for the needs of everyday consumers. There are over 30,000 products on offer split into two sections: fashion, which covers everything people need to keep them looking stylish, including clothing and accessories, and food, which offers a whole host of delicious food choices for all the family. In addition, Marks and Spencer's staff are offered an extensive range of tailored benefits and facilities, as well as convenient ways to shop that saves time and develop their skills and abilities. Thus, a personal development plan is discussed in this report in the context of employees needs at Marks and Spencer.
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