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[bookmark: _Toc143472831]Introduction 
This academic report explores the formulation of a robust employee development plan for TESCO, a leading retail organization. In the role of an HR trainee, the aim is to assist the line manager in implementing a project to engage TESCO's staff effectively. The report commences by proposing a project idea that aligns with TESCO's objectives. It then delves into the concept of performance management, elucidating the performance management cycle. Subsequently, the report critically evaluates three performance management drivers, namely 360-degree feedback, 540-degree feedback, and Management by Objectives (MBO), considering their effectiveness in identifying and meeting individual employees' development needs while contributing to both individual and organizational success. The report concludes by constructing a Professional Development Plan (PDP) with SMART objectives, seamlessly aligned with the chosen project.
In the contemporary corporate landscape, the strategic role of Human Resource Management (HRM) has transformed from administrative tasks to a dynamic driver of organizational success. As an HR trainee, tasked with shaping employee engagement for TESCO, this report embarks on a comprehensive journey to explore the pivotal aspects of enhancing employee development within the organization. The core focus lies in critically evaluating development vehicles, particularly performance appraisal tools, and techniques, that play a crucial role in identifying and satisfying individual development needs. The objective is to establish a nuanced understanding of their effectiveness in aligning personal and organizational growth. (Loretto, 2017)
[bookmark: _Toc143472832]Project Idea: Enhancing Employee Engagement through "Career Pathways Expo"
The project "Career Pathways Expo" aims to engage TESCO's employees by offering a platform that showcases diverse career progression opportunities within the organization. Through this expo, employees can explore potential growth paths, gain insights from senior colleagues, and connect with mentors. The objective is to motivate employees, align their aspirations with organizational goals, and enhance their commitment to TESCO's success.
[bookmark: _Toc143472833]Performance Management (PM)
Performance management is a systematic process that involves setting clear goals, monitoring progress, providing feedback, and assessing employee performance to improve productivity, enhance skills, and align individual efforts with organizational objectives. It encompasses regular evaluations, feedback discussions, and developmental planning to ensure optimal performance and growth within an organization. (Vulpen, 2022)
Performance Management Cycle:
The performance management cycle is a continuous and systematic process that encompasses various stages to effectively manage employee performance. It typically includes the following steps. (Andreev, 2022)
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Figure 1 : (Tamayyaz, 2018)
Goal Setting: At the beginning of the cycle, managers and employees collaborate to establish specific, measurable, achievable, relevant, and time-bound (SMART) performance goals. These goals should be aligned with the organization's strategic objectives. (Andreev, 2022)
Monitoring and Feedback: Throughout the performance period, managers and employees track progress toward the established goals. Regular check-ins and feedback sessions occur to discuss achievements, challenges, and any adjustments needed to stay on track. (Symonds, 2023)
Performance Review: At the end of the performance period, a formal performance review is conducted. This involves a comprehensive assessment of the employee's accomplishments, strengths, areas for improvement, and alignment with organizational values. (Vulpen, 2022)
Feedback and Coaching: During the review, managers provide constructive feedback on the employee's performance, highlighting achievements and offering guidance on how to address shortcomings. Coaching discussions focus on professional development and growth opportunities. (Symonds, 2023)
Recognition and Rewards: Employees who have met or exceeded their goals may receive recognition and rewards as a way to reinforce positive behavior and outcomes. This can include monetary bonuses, promotions, or non-monetary incentives like public acknowledgment. (Andreev, 2022)
Development Planning: Based on the feedback and performance review, employees and managers collaboratively create a development plan. This plan outlines specific actions to address skill gaps, enhance performance, and align with career aspirations. (Symonds, 2023)
Next Cycle Preparation: As one performance cycle ends, the next cycle begins with a renewed goal-setting process. Lessons learned from the previous cycle are incorporated to continually improve the effectiveness of the performance management process.
[bookmark: _Toc143472834]Critically Evaluating Performance Management Drivers:
[bookmark: _Toc143472835]360-Degree Feedback:
What is 360-Degree Feedback?
360-degree feedback is a performance assessment method that gathers input from various sources, including supervisors, peers, subordinates, and sometimes external stakeholders. This comprehensive approach provides a broader perspective on an employee's performance. (Folkman, 2023)
Advantages of 360-Degree Feedback:
Holistic Assessment: 360-degree feedback provides a comprehensive evaluation by gathering insights from various angles, including peers, subordinates, and managers. This holistic view is particularly valuable for assessing skills necessary for successful team collaboration and customer interactions during the expo. (Sam, 2021)
Identifying Blind Spots: Multiple perspectives help in uncovering blind spots or areas for improvement that might not be apparent from a single viewpoint. This thorough assessment ensures that employees receive a well-rounded evaluation of their skills and behaviors.
Employee Ownership: Involving employees in the feedback process empowers them to take ownership of their development. This sense of involvement can increase motivation and dedication, as individuals actively seek ways to enhance their performance and contribute to the expo's success. (Folkman, 2023)
Enhanced Self-Awareness: Receiving feedback from various sources encourages employees to reflect on their strengths and weaknesses. This heightened self-awareness is a catalyst for personal growth, encouraging individuals to work on their skill development and become more effective contributors to the project. (Vulpen, 2022)
Disadvantages of 360-Degree Feedback:
Bias and Subjectivity: Feedback providers might hold biases that affect their evaluations, potentially leading to inaccurate or unfair assessments. Addressing and minimizing bias is essential for the feedback to be meaningful and constructive. (Sam, 2021)
Resource Intensive: Collecting and processing feedback from multiple sources can be time-consuming and resource-intensive. Adequate planning and efficient processes are necessary to manage the workload associated with implementing 360-degree feedback.
Negative Impact: If not managed properly, the feedback process can lead to conflicts and decreased morale among employees. Clear guidelines and a supportive feedback culture are vital to mitigate any potential negative effects. (Folkman, 2023)
Lack of Expertise: Some feedback providers might lack the necessary expertise to evaluate certain skills accurately. This can result in less valuable feedback for specific aspects of an employee's performance. (Vulpen, 2022)
Anonymity Issues: While anonymity is meant to encourage honest feedback, it can also lead to vague or even malicious comments. Striking a balance between anonymity and accountability is important to ensure constructive feedback. (Sam, 2021)
Contribution to Efficiency and Improvement:
360-degree feedback can contribute to TESCO's efficiency by enhancing interpersonal skills critical for team collaboration during the "Career Pathways Expo." The broader feedback scope can identify employees with potential mentoring capabilities, aligning with the expo's goals.
Appropriateness and Improvement Needed:
360-degree feedback is suitable for TESCO's project as it aligns with the expo's collaborative nature. However, it needs refinement to reduce biases. Training feedback providers, implementing clear evaluation criteria, and ensuring anonymity don't compromise feedback quality are areas of improvement.
[bookmark: _Toc143472836]540-Degree Feedback:
What is 540-Degree Feedback?
540-degree feedback is an extension of the traditional 360-degree feedback, involving a broader range of stakeholders, including external partners, customers, and suppliers. This approach aims to provide an even more comprehensive view of an employee's performance by incorporating input from those who interact with the employee from outside the organization. (Team, 2022)
Advantages of 540-Degree Feedback:
Richer Perspective: Including external stakeholders can offer insights into an employee's impact beyond the organization, which could be relevant for a project like the "Career Pathways Expo."
Enhanced Organizational Alignment: Feedback from external stakeholders can ensure that employees' skills and behaviors align not only with internal expectations but also with the organization's external reputation and goals. (Team, 2022)
Client-Centric Focus: TESCO's project involves interaction with customers. 540-degree feedback can highlight employees who excel in customer interactions and identify areas for improvement.
Disadvantages of 540-Degree Feedback:
Complexity: The inclusion of external stakeholders, such as clients, vendors, or partners, in the feedback process, can introduce complexity. Coordinating and collecting feedback from these external sources might require additional effort and resources. This complexity can potentially make the feedback collection process more time-consuming and resource-intensive. (Charles, 2022)
Limited Context: External stakeholders often have a more limited perspective on an employee's performance and development needs compared to internal colleagues or supervisors. They might primarily interact with the employee in specific contexts, such as business transactions, and may lack insight into other aspects of the employee's role or responsibilities. (Team, 2022)
Confidentiality Concerns: Sharing feedback gathered from external sources could raise confidentiality and data privacy concerns. Organizations need to ensure that sensitive information about their operations or proprietary practices is not inadvertently shared with external parties, compromising the organization's competitive advantage or confidentiality agreements. (Charles, 2022)
Relevance: Not all employees regularly interact with external stakeholders. For roles that primarily involve internal tasks or interactions, feedback from external sources might not be as relevant or applicable. This could result in feedback that doesn't accurately reflect the employee's actual contributions or areas for development. (Team, 2022)
Contribution to Organizational Efficiency and Employee Development:
In the context of the "Career Pathways Expo" project, 540-degree feedback could highlight employees who excel in external interactions and align well with the expo's objectives. It ensures that the organization's engagement strategies are coherent not only internally but also in external-facing roles.
Appropriateness and Improvement Needed:
540-degree feedback could be valuable for TESCO's project, particularly for employees directly involved in customer interactions. However, careful consideration is required due to the complexities and confidentiality concerns related to involving external stakeholders. Protocols for obtaining and managing feedback from these sources need to be established to ensure its effectiveness and integrity.
[bookmark: _Toc143472837]Management by Objectives (MBO):
Management by Objectives (MBO) is a performance management approach where employees collaborate with their managers to establish specific, measurable objectives that align with the organization's overall goals. These objectives serve as a roadmap for an employee's performance and development. (Green, 2022)
Advantages of MBO:
Alignment with Organizational Goals: MBO ensures that individual employees' objectives are closely tied to the larger strategic goals of the organization. This alignment enhances the overall synergy of efforts throughout the company, as every employee's work is directly contributing to the achievement of broader objectives. (Team C. , 2023)
Clarity and Focus: Clearly defined and specific objectives provide employees with a clear sense of purpose and direction. This clarity eliminates ambiguity, allowing employees to focus their efforts on tasks that directly contribute to achieving their objectives and, by extension, organizational success. (Vulpen, 2022)
Measurable Outcomes: MBO places a strong emphasis on setting objectives that are measurable and quantifiable. This allows for objective evaluation of employee performance, as achievements can be easily assessed against predetermined benchmarks.
Employee Involvement: One of the core principles of MBO is involving employees in the process of setting their objectives. This participatory approach promotes a sense of ownership and responsibility for one's work, leading to higher motivation and engagement levels. (Green, 2022)
Development Opportunities: MBO indirectly addresses individual development needs. By identifying objectives that require new skills or knowledge, employees are presented with opportunities for growth and professional development. (Folkman, 2023)
Disadvantages of MBO:
Rigidity: While setting clear objectives is beneficial, an overly rigid focus on objectives might hinder an organization's ability to adapt to rapidly changing business environments. In dynamic industries, a strictly goal-driven approach might lack the flexibility needed to respond to unforeseen challenges.
Complexity: Managing multiple objectives for different employees can become complex, particularly in larger organizations with numerous teams and individuals. This complexity can demand significant time and resources for coordination and evaluation. (Team C. , 2023)
Neglect of Non-Quantitative Goals: MBO's emphasis on measurable outcomes might inadvertently lead to the neglect of qualitative or non-quantitative aspects of an employee's contributions. This could potentially undervalue softer skills or contributions that are harder to quantify. (Green, 2022)
Limited Interpersonal Development: While MBO is effective for goal-driven tasks, it might not fully address interpersonal skills and team dynamics. For the "Career Pathways Expo" project, where effective collaboration and communication are crucial, MBO might need to be supplemented with approaches that enhance these aspects of teamwork.
Contribution to Organizational Efficiency and Employee Development:
For TESCO's project, MBO can provide a structured framework for employees to contribute effectively to the "Career Pathways Expo." Clear objectives can guide their efforts and ensure alignment with expo-related goals.
Appropriateness and Improvement Needed:
MBO is suitable when there's a need for clear goal alignment with the organization's strategy. However, for the "Career Pathways Expo," where interpersonal skills are crucial, MBO might need augmentation. Integrating elements of 360-degree feedback could enhance its effectiveness by considering both quantitative and qualitative aspects of performance.
[bookmark: _Toc143472838]Conclusion
In conclusion, within the contemporary and dynamic organizational landscape, effective human resource management assumes an indispensable role in fostering success among rapidly evolving groups. The conducted study within TESCO, a prominent entity in the retail sector, has yielded the formulation of an employee growth strategy. This strategy involves the creation of a "Career Pathways Expo" initiative, which serves to activate active employee engagement by harmonizing personal development objectives with the overarching goals of the retail organization. This integrated approach significantly augments employee motivation and commitment. A comprehensive examination of performance management is a pivotal component within the realm of human resources, encompassing a thorough analysis ranging from goal establishment to strategic growth planning. It is imperative to grasp and strategically deploy this cyclic process to facilitate effective organizational development and enhancement. The study further delves into evaluating three distinct performance management mechanisms, specifically 360-degree feedback, 540-degree feedback, and the Management by Objectives (MBO) approach. Through the amalgamation of their respective strengths, this undertaking contributes to heightening employee involvement and facilitating growth, positioning itself as an inventive avenue to achieve success amidst the ever-evolving landscape of the retail industry.
[bookmark: _Toc143472839]Recommendations 
Customized Feedback Mechanism: Tailor the feedback mechanisms, such as 360-degree and 540-degree feedback, to the specific needs and roles of employees. This will ensure relevance and effectiveness while minimizing the resource burden. (Team M. S., 2022)
Enhanced Development Resources: Invest in training and resources that support employees' interpersonal skills, as these skills are pivotal for projects like the "Career Pathways Expo." This can be achieved through workshops, mentorship, and practical scenarios.
Balanced Performance Evaluation: Implement a performance evaluation system that balances quantitative and qualitative measures. This could involve combining MBO with elements of 360-degree feedback, ensuring a comprehensive assessment of an employee's contributions.
Confidentiality and Data Privacy Protocols: If considering 540-degree feedback, establish robust protocols to handle feedback from external stakeholders. This will safeguard confidentiality and adhere to data privacy regulations. (Objectives, 2022)
Ongoing Performance Dialogue: Foster a culture of continuous feedback and dialogue between employees and managers. Regular check-ins beyond formal performance reviews enable timely guidance and support for development. (Green, 2022)
Project Impact Evaluation: After implementing the "Career Pathways Expo," conduct a thorough evaluation to assess its impact on employee engagement, motivation, and alignment with organizational goals. Use the insights to refine and enhance future initiatives.
[bookmark: _Toc143472840]Training and Development needs: 
1. Enhance Interpersonal Communication Skills for Effective Team Collaboration
Enhancing interpersonal communication skills at TESCO is crucial for effective team collaboration. This involves improving active listening, clear expression of ideas, empathetic understanding, and open feedback. Strengthening these skills fosters better understanding, smoother information exchange, and increased cohesion among team members, leading to improved productivity, innovation, and overall success. (McGill.CA, 2023)
2. Develop Project Management Competencies for Expo Planning and Execution
To excel in Expo planning and execution, Tesco should focus on honing project management competencies. This includes defining clear objectives, creating detailed schedules, efficiently allocating resources, proactively identifying and addressing risks, and maintaining transparent communication with stakeholders. These skills ensure a well-organized Expo that meets goals, minimizes disruptions, and maximizes success for the company. (Cartwright, 2007)
3. Strengthen Customer Interaction Skills for Expo Attendee Engagement
To enhance attendee engagement at Expos, Tesco should improve customer interaction skills. This involves training staff to actively engage with attendees, listen to their needs, provide relevant information, and offer personalized assistance. Strengthening these skills ensures a positive and memorable experience for Expo attendees, fostering brand loyalty and potential customer growth for the company. (Wei, 2016)
4. Develop Leadership Abilities for Mentorship and Team Motivation
Cultivating leadership abilities at Tesco involves developing skills in mentorship and team motivation. Effective leaders guide and support team members' growth through mentorship, and sharing knowledge, and experience. They also inspire and motivate the team by setting a positive example, recognizing achievements, and fostering a collaborative and enthusiastic environment. Strengthening these leadership qualities leads to empowered teams, improved performance, and a thriving work culture, contributing to the company's overall success and growth. (Dotiwala, 2022)
See Appendix 1 
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	[bookmark: _Hlk142957043]Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Criteria for Success

	Enhance Interpersonal Communication Skills for Effective Team Collaboration
	High
	Attend a communication skills workshop to learn effective verbal and non-verbal communication techniques.
	Communication skills workshop, team-building facilitator, mentorship from experienced colleagues.
	September 1, 2023
	November
30,2023
	Demonstrated improvement in facilitating productive discussions during team meetings, successful completion of team-based tasks, and positive colleague feedback on improved communication skills.

	Develop Project Management Competencies for Expo Planning and Execution
	High
	Enroll in a project management course to learn fundamental principles and techniques.
	Project management course, collaboration with experienced project managers, and resources for small-scale projects.
	October
15,2023
	February
28,2024
	Successful completion of the course, practical application of project management principles in the small-scale project, and positive feedback from colleagues on improved project management skills.

	Strengthen Customer Interaction Skills for Expo Attendee Engagement
	Medium
	Participate in customer service training workshops to learn effective strategies for attendee engagement.
	Customer service training workshops, role-play materials, and feedback sessions.
	November
1,2023
	January
31,2024
	Improved attendee satisfaction ratings during the expo, and positive feedback from attendees and colleagues on enhanced customer interaction skills.

	Develop Leadership Abilities for Mentorship and Team Motivation
	Medium
	Attend leadership development seminars to learn effective leadership techniques.
	Adaptability workshops, cross-functional project opportunities, and self-assessment tools.
	December 1, 2023
	April 30, 2024
	Positive feedback from mentees on effective mentorship, successful team motivation during challenging phases of expo preparation, and demonstration of leadership qualities in team interactions.

	Enhance Adaptability Skills for Dealing with Changing Expo Requirements
	Low
	Participate in cross-functional projects to experience different work environments.
	Adaptability workshops, cross-functional project opportunities, and self-assessment tools.
	January
15,2024
	May
31,2025
	Successful completion of cross-functional projects, ability to adapt to changing expo requirements with positive outcomes, self-assessment indicating growth in adaptability skills.
Please note that these objectives are designed to align with the "Career Pathways Expo" project and its goals, as well as to address individual development needs. The SMART criteria ensure that the objectives are Specific, Measurable, Achievable, Relevant, and Time-bound, facilitating effective planning and assessment of progress.
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