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INTRODUCTION

Argos is a top UK general merchandise retailer that offers a massive selection of over 60,000 products. The company has both an online store and physical locations, making it convenient for customers to shop however they prefer. With over a billion visits to the website each year, the organisation is a popular choice for shoppers. Argos has built a strong reputation for a wide range of products, competitive prices, and excellent customer service. 
The new project of the company is connected to Employee Well-being Programs (EAP). They are implementing various initiatives to support the physical and mental well-being of employees, such as wellness workshops, flexible work arrangements, and employee assistance program. These programs aim to create a positive and supportive work environment for everyone.
Well-being refers to the overall state of being happy, healthy, and content in various aspects of life. Taking care of your well-being involves things like maintaining a healthy lifestyle, managing stress, nurturing relationships, and finding a balance between work and personal life. There are many ways to promote well-being, such as engaging in regular exercise, getting enough sleep, eating nutritious food, practicing mindfulness or meditation, and seeking support when needed. 
Employee wellbeing directly affects the organisation, depending on circumstances, could have positive or negative impact. Employees` wellbeing affects the number of sick days taken, job performance, burnout and likelihood of leaving the company. Developing employees` wellbeing is the key for more productive workplace. Fortunately, the organisation can take steps to improve employees` wellbeing. 

CRITICALLY EVALUATE DEVELOPMENT VEHICLES (PERFORMANCE APPRAISAL TOOLS AND TECHNIQUES) 

The definition of a performance appraisal, also known as a performance review, is a valuable process that allows employers to evaluate an employee's contributions to the organisation. It is a thoughtful assessment that can occur at different times, depending on when the employer feels it is appropriate.
The primary goal of a performance appraisal is to celebrate an employee’s achievements and identify growth opportunities. By fostering open communication and providing constructive feedback, employers can play a crucial role in helping their team members reach their full potential.






Advantages of Performance Appraisal

There are several advantages to having performance appraisals in the company. Performance appraisals are a great way to recognise an employee’s strengths, which benefits both the individual and the organisation. It also helps create a plan to address any areas where improvement is needed and provides additional training if necessary. This can lead to better communication between the management and staff, creating a happier workplace environment. Some other advantages of performance appraisals include helping make human resource decisions, developing employee skills and performance, determining future goals and objectives, boosting employee morale, and rewarding top performers. 

Disadvantages of Performance Appraisal 

Although, there are many advantages, there can be some disadvantages to performance appraisal, as well. They can take up a lot of time to conduct, especially if there are many employees to evaluate. Additionally, if not handled properly, they can create unhealthy competition in the workplace among employees, leading to a stressful work environment. Using the wrong type of performance appraisal or setting unreasonable goals can also be problematic. Also, the feedback may not always reflect an employee’s current work and behaviour.
 
Development Vehicles (Performance Appraisal Tools and Techniques)

There are so many different methods and strategies that the organisation can use to conduct performance appraisals. Each organisation may have its own unique philosophy and approach to designing and conducting performance assessments. The frequency of performance reviews can also vary depending on the organisation’s preferences. While many organisations conduct them annually or semi-annually at the minimum, we may choose to have them more frequently to provide more regular feedback and support employee growth. Choosing the right performance appraisal method is crucial for nurturing employee growth and cultivating a positive work atmosphere.
When it comes to evaluating development vehicles for employees` well-being in Argos, there are several performance appraisal tools and techniques that can be considered, such as 360-Degree Feedback, Performance Rating Scale, Goal Setting and Performance Objectives, Behavioural Checklist, and Self-Evaluations.





1. 360- Degree Feedback: This type of performance review, it goes beyond just the feedback from the manager and employee. It also includes input from other team members and additional sources. This 360-degree feedback approach allows for a more comprehensive evaluation of an employee’s performance by gathering insights from various perspectives. It not only considers the employee’s skills and job-related performance but also assesses their character and leadership capabilities.
The great thing about incorporating 360-degree feedback and including input from various sources is that it provides a bigger picture of an employee’s performance. By gathering feedback from not just the manager and employee but also from other team members and sources, we get a more comprehensive understanding of how the employee is perceived by others. This broader perspective can uncover strengths and areas for improvement that may not have been apparent in a traditional manager-only review. 
One potential downside of gathering feedback from various sources is that it can sometimes lead to broad generalisations or less constructive feedback. Not everyone may have the same level of expertise in giving constructive feedback or may not be familiar with the specific context of the employee’s work. This can result in feedback that is too vague or lacks actionable suggestions for improvement.

2. Ratings Scale: Using a rating scale is a common method of performance appraisal. It helps managers evaluate employees based on predetermined criteria. Each criterion is assigned a weight, and the manager rates the employees` performance on each criterion. At the end of the review, the scores are calculated to provide an overall measurement of the employee’s performance.
One of the advantages of using a rating scale is that it allows for a comprehensive evaluation of various criteria. It can consider not only specific job tasks but also behavioural traits and other relevant factors. The weighting system is a great feature too. It ensures that the overall score reflects the relative importance of each criterion. So, if an employee may not excel in a minor area, it will not heavily impact their overall score.
One potential drawback of using a rating scale is the possibility of misunderstanding what constitutes a good or poor result. It is important for managers to be clear and transparent in explaining the rating system to employees. 

3. Goal Setting and Performance Objectives: Goal setting is a crucial skill for personal development, but not all goals are created equal. Different goal-setting frameworks can help in achieving different outcomes based on the unique situation, preferences, and motivation.




SMART is an acronym that stands for Specific, Measurable, Achievable, Relevant, and Time-bound. SMART goals are fantastic framework for setting clear, realistic, and meaningful goals. They provide a structured approach that helps employees and managers set expectations, track progress, and evaluate results are easy to track and evaluate. By using the SMART criteria (Specific, Measurable, Achievable, Relevant, and Time-bound), goals become more focused and actionable. This not only motivates employees but also enhances their performance by providing feedback and recognition.

4. Behavioural Checklist:  Using a YES or NO checklist can provide a straightforward and structured approach to evaluating employee traits. Supervisors can access whether an employee has exhibited certain traits by ticking YES/NO or leaving it blank if they are unsure.
One of the great advantages of using a YES/NO checklist is its simplicity and focus on actual work-related tasks and behaviour.
One limitation of the YES/NO checklist approach is that it does not provide detailed analysis or insights into how the employee is performing. It focuses more on assessing specific behaviours rather than diving into the overall performance and progress of the employee.

5. Self-Evaluations: In self-evaluation assessment, employees can assess their own performance against a set list of criteria. This allows them to reflect on their achievements, strengths, and areas for improvement. It can be a valuable exercise for employees to take ownership of their professional development and contribute to the performance appraisal process.
One of the benefits of self-evaluation assessments are that they help employees prepare for their own performance assessment. By reflecting on their own performance and identifying their strengths and areas for improvement, employees can better articulate their accomplishments and goals during the official performance interview. This preparation can lead to more meaningful and productive dialogue between the employee and their manager or supervisor.
One potential drawback of self-evaluation assessment is that the process can be subjective. Employees may find it challenging to accurately rate themselves, as they may tend to either rate themselves too high or too low. This subjectivity can introduce bias into the evaluation process and potentially impact the overall fairness and accuracy of the assessment. It is important for employees to be mindful of this and strive to provide objective and honest self-assessment. 






EFFECTIVENESS OF PERFORMANCE APPRAISAL TOOLS AND TECHNIQUES 

Performance appraisals play a crucial role in the professional world! They offer a range of benefits to both organisations and employees. These evaluations help companies and individuals align their goals and objectives, identify area of improvement, and foster a culture of continuous growth and development. By providing feedback and recognition, performance appraisals contribute to enhancing productivity, employee engagement, and overall organisational success. It is great to see how they contribute to achieving objectives and promoting continuous improvement.
The effectiveness of performance appraisal tools and techniques can vary depending on various factors. Different tools and techniques, such as 360-Degree Feedback, Rating Scales, Goal Setting and Performance Objectives, Behavioural Checklist and Self-Evaluation, offer unique benefits. 
360-Degree Feedback is highly effective as it provides a well-rounded assessment by gathering input from multiple sources. It offers a broader perspective on an employee’s performance and helps identify areas for improvement.
Rating Scales are commonly used to assess performance based on predetermined criteria. They provide a structured framework for evaluation and make it easier to compare performance across different individuals or time periods.
Goal Settings and Performance Objectives: Setting clear goals and objectives is crucial for performance appraisal. It helps employees understand expectations, motivates them to strive for success, and provides a basis for evaluation.
Behaviour Checklist can be effective method for evaluating and tracking employee performance. By using a checklist, managers can objectively assess specific behaviours or skills that are important for success in a particular role. Additionally, checklists can help employees understand the expectations and criteria for success, allowing them to focus on areas that require improvement.
Self-Evaluation allows employees to reflect on their own performance, identify strengths, and acknowledge areas where they can improve. It also creates more dialogue during the official performance review. 
These methods, when used together or in combination, can provide a comprehensive and effective approach to performance appraisal.






PROFESSIONAL DEVELOPMENT PLAN (PDP) FOR EMPLOYEE WELL-BEING PROGRAM AT ARGOS

Employee Assistance Programs (EAP)

The COVID-19 has brought about a lot of changes and challenges that contributed to employee unhappiness. It is unfortunate that even before the pandemic, a significant number of employees were experiencing a state of languishing. It is like they are not thriving or unwell, but somewhere in between. 
When employees are not thriving and lack motivation, it can have a direct impact on the company’s overall performance. Unmotivated and lethargic employees may experience decreased productivity, lower quality of work, and increased chances of mistakes or slips. It is crucial for the company to prioritise employee well-being and take proactive steps to address any issues that may be contributing to their lack of motivation.
Employees Assistance Programs (EAPs) are a great way for the company to support the well-being of team members. When utilised effectively, EAPs can have a positive impact on employee productivity, personal wellness, and overall organisational success. 
These programs provide valuable resources and support for employees to address personal and work-related challenges, such as mental health issues, stress management, and work-life balance. By investing in EAPs, the company will show commitment to the employee’s well-being, which will lead to increased job satisfaction, reduced absenteeism, and improved overall performance.














Professional Development Plan (PDP)

Objective 1: Increase Awareness (Specific)
· Conduct workshops to educate employees about the importance of well-being and its impact on work performance and personal life.
· Share resources and information on various aspects of well-being, such as physical health, mental wellness, stress management, and work-life balance.
Objective 2: Implement Wellness Initiatives (Measurable)
· Develop and launch wellness programs, such as fitness challenges, mindfulness sessions, and healthy eating workshops.
· Track employee participation and engagement in these initiatives to measure their effectiveness and make necessary adjustments.
Objective 3: Provide Support (Achievable)
· Establish a support system, including access to counselling services, employee assistance programs, and mental health resources.
· Train managers and HR personnel to recognise signs of stress or burnout and provide appropriate support and referrals.
Objective 4: Foster a Positive Work Environment (Relevant)
· Promote open communication and encourage a culture of work-life balance.
· Organise team-building activities and social events to strengthen relationships and create a supportive work environment.
Objective 5: Evaluate and Improve (Time-bound)
· Conduct regular surveys or feedback sessions to assess employee satisfaction with the well-being program.
· Use the feedback to identify areas for improvement and implement necessary changes to enhance the program’s effectiveness.
It is important to regularly review and adapt the program based on employees’ feedback and evolving well-being needs.








CONCLUSION

In conclusion, the employee well-being program in Argos is crucial investment for the organisation. By prioritising the physical and mental well-being of employees, we can create a more positive and productive work environment. Through increased awareness, providing resources, fostering a supportive culture, encouraging work-life balance, and continuously evaluating and improving the program, we can ensure that our employees thrive and contribute to the overall success of the company.
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