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Introduction
The primary emphasis of the research is placed on a project being carried out for Unilever that includes both high-performance labour and a performance management system as part of their most recent strategic endeavour. For the project's goals to be accomplished, it is vital to have a strategy that has been well-designed (Armstrong, and Taylor, 2014). The article presents a synopsis of performance management and its cycle in a manner that is concise and straightforward to comprehend. In addition, the research analyses various automobile possibilities, highlighting their positives and negatives, and evaluating the possible benefits that these options may have for the firm as a whole and its employees individually. In addition to that, the report contains an overview of a personal growth plan complete with SMART goals. The research comes to a close with specific recommendations that may be implemented to enhance the performance of the PDP.
[bookmark: _Toc131881108]Describe the Performance Management process and its associated cycle
When it comes to assessing and boosting workers' output, performance management is an important management tool. The main goal of performance management is to make sure that workers are able to give their all at work and contribute to the organisation in the best way possible. Employees and supervisors benefit from the process because it clarifies their objectives, responsibilities, and opportunities for development. In addition, it helps management see if workers are attempting to achieve the company's objectives (Grubb and McDaniel, 2019). Managers utilise performance management systems to keep an eye on day-to-day operations, come up with creative solutions, and make important calls that impact staff members' ability to reach their objectives. In addition, it helps the business achieve its goals and run smoothly. Managers utilise the performance system to, for instance, share the organisation's vision with its staff and outline specific steps to take to meet quality benchmarks. Goals, plans, monitoring, evaluation, and feedback to workers are all part of the performance management cycle. The iterative process of discovering problems and making fixes aids in raising productivity (Edwards, 2019).
Continuous planning, monitoring, and evaluation of employee performance make up the performance management cycle. The purpose of this loop is to boost productivity and accomplish organisational goals. Managers have major duties across the performance management cycle, including setting meaningful goals, offering coaching and training to assist people to reach those goals, allocating adequate resources for success, and rewarding extraordinary achievements. The performance management cycle is essential to a company's growth since it increases worker engagement and productivity. The parts of the cycle can be completed in whatever sequence the management or executive sees fit, but typically consist of four stages: planning, monitoring, evaluation, and reward. These factors are useful for pinpointing problem areas and making the adjustments that will boost efficiency (McLean and McLean, 2016).
Setting goals for the organization, delegating responsibilities to people, and developing and refining the plan all fall within the first stage of the performance management cycle. This step is essential in assisting management in formulating a plan for influencing employee performance. Part two of the cycle entails managers keeping tabs on staff performance on a weekly or monthly basis. Workers' performance can be enhanced by addressing training needs revealed by this method. At the end of the PM cycle, executives take stock of the company's progress towards its goals. Employees' performance is assessed, and development strategies are devised. At this point, it's also important to thank and appreciate staff members who have worked hard. When workers believe they are contributing to the company's success, they are more likely to go above and beyond in their work. The last phase of a performance management cycle plays a critical role in inspiring staff members to work hard towards the company's goals.

[bookmark: _Toc131881109]Evaluate the available development vehicles within your organisation and explain how effective you believe them to be in identifying and satisfying the development requirements of individual employees in order to achieve both individual and organisational success.
Methods and instruments for evaluating employees' performance are crucial to any company that cares about its staff members' personal growth. Unilever, a worldwide consumer products firm, provides its workers with a number of learning opportunities to help them choose and meet their individual development goals. This article will analyse and explain how these tools contribute to individual and corporate success.
[bookmark: _Toc131881110]Annual Performance Review:
The yearly performance review is a staple in the world of performance evaluation. The purpose of this instrument is to formally evaluate an employee's performance during a specified time frame, often one year. The performance of the employee is evaluated by the management against the specified objectives and competencies, and the manager then provides feedback on the employee's areas of strength as well as areas in which the person may improve. As part of the evaluation, the employee's goals and areas for improvement in the workplace may be discussed. The yearly performance review has been critiqued for being too infrequent and frequently not indicative of the employee's day-to-day work, despite the fact that it may help identify the employee's growth needs (CIPD, 2021). The manager's perspective can be skewed, and it may not accurately reflect the entire scope of an employee's abilities and accomplishments.
[bookmark: _Toc131881111]360-Degree Feedback:
The 360-degree feedback process is another method used for evaluating an employee's performance. An employee's manager, coworkers, subordinates, and even customers may all provide valuable insight about how they're doing on the job when using this tool. Typically, the comments are made in secret and touch on a wide variety of skills and actions. A more thorough evaluation of an employee's performance and the identification of improvement opportunities are the goals of this instrument. However, the time and effort required for a 360-degree feedback process might be prohibitive for certain organisations. It can also be biased, for example, if the feedback isn't helpful or if the employee doesn't believe the process is confidential. The goal of this feedback is to help the employee gain a more holistic understanding of their performance, pinpoint specific areas for growth, and create a strategy to achieve those goals. At Unilever, 360-degree feedback may be a powerful tool for development since it allows workers to see their performance from several angles. With this information in hand, a training and education programme may be designed to help the person grow professionally (CIPD, 2021).
The success of 360-degree feedback, however, hinges on its structure and execution. In order to be productive, the feedback process needs to be private, anonymous, and limited to the right people. The employee must get constructive criticism that is tailored to his or her actions and results rather than generalisations about his or her character. In addition, there has to be a process in place for responding to comments and checking in on development.
[bookmark: _Toc131881112]Psychometric Tests:
The use of psychometric testing is a third method of evaluating employee performance. These assessments are used to get a better read on someone's personality, intelligence, and other elements of character. The outcomes of these assessments may be used to determine an employee's value, potential, and areas of growth (Beardwell and Thompson, 2014). Although widely used, psychometric tests have their detractors who claim they are not always accurate indicators of future performance on the job. Employees may be unwilling to take part in them since they are perceived as invasive and obtrusive.
[bookmark: _Toc131881113]Management by Objectives (MBO)
Management by Objectives is a method of goal-setting in which staff are given SMART objectives that are both attainable and time-bound. The objective of this strategy is to boost productivity and morale inside an organisation by encouraging employees to work towards common goals. MBO has the potential to be a powerful tool for growth at Unilever since it clarifies the standards against which workers will be judged. This method can also aid workers in identifying what has to be done and how to get there (CIPD, 2022).
However, MBO is only as efficient as its implementation. Goals, objectives, and frequent feedback and assessment from management are essential for MBO to be successful. Goals should be difficult but not impossible to achieve, and there should be a way to track development and adjust the course accordingly (Bratton and Gold, 2017).
Unilever provides its staff with a variety of training and education courses in addition to traditional performance evaluation methods. Leadership training, coaching, mentoring, and on-the-job instruction are all part of these courses. Employees that are considered to have strong leadership potential are targeted through leadership development courses that strive to hone their skills and talents. Employees can receive personalised help and direction in their professional development through coaching and mentorship initiatives. Employees can gain knowledge and practise new abilities through on-the-job training. Programs like this may be quite useful in determining what employees need to grow professionally, and then giving them exactly what they want in the form of hands-on experience (Demircan and Gokcearslan, 2016).
The success of these organisational initiatives to improve performance evaluation and training hinges on how well they are executed. They should be applied uniformly and equitably, and employees should receive constructive criticism that helps them improve. It's also crucial to check that these programmes and tools are in sync with the organisation's larger mission. This will guarantee that the organisation's resources are being put towards its strongest growth areas (Mintzberg and Lampel, 2019).
In conclusion, Unilever offers a variety of learning opportunities to help individuals like you meet their individual growth goals. Some examples of such vehicles are the yearly performance review, the 360-degree feedback process, and psychometric testing; other examples include leadership training, coaching, mentoring, and on-the-job instruction. It's crucial to use these vehicles consistently and equitably and to make sure they're connected with the organisation's broader goals so that they can effectively identify and serve the development requirements of individual employees.
[bookmark: _Toc131881114]Professional Development Plan (PDP) for Unilever
	Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Improve Leadership Skills
	Participate in leadership development seminars and workshops.
	Complete two leadership development courses with flying colours in the following six months.
	The organisation provides various opportunities for off-the-clock leadership training.
	Employee success in this position depends on the employee's demonstrated ability to lead and direct others.
	The worker will have finished the selected leadership courses within the time frame of six months.

	Improve Technical Skills
	Take the appropriate technical classes and seminars.
	Complete a vocational education course with a passing grade within the following six months.
	The employee has the option of attending one of the company's several after-hours technical training courses.
	The employee needs superior technical abilities to do their job well.
	The worker will have finished the chosen technical training course within that time frame.

	Enhance Communication Skills
	Take seminars and courses on improving your communication abilities.
	Complete two training courses in effective communication during the following six months.
	The organisation provides various opportunities for employee to improve their communication abilities outside of regular working hours.
	Working effectively with coworkers, bosses, and stakeholders needs the person to have excellent communication skills.
	The worker will have finished the selected courses to improve their communication abilities within that time frame.


	Improve Time Management Skills

	Participate in training sessions on time management.

	Within the following three months, you should have completed at least one time management course.
	Employees have the option of attending one of the company's several time management courses after hours.
	The individual must be able to efficiently manage their time in order to complete projects on time.
	The worker will have finished the selected time management course within that time frame.

	Develop Cross-Cultural Competence

	Take part in cross-cultural lectures and workshops.
	Accomplish during the following six months the completion of at least one cross-cultural training programme.
	The firm provides various opportunities for off-the-clock cross-cultural training.
	The success of the employee depends on their capacity to collaborate with people from a wide range of cultural backgrounds.
	The employee will have finished the specified cross-cultural training within six months.



The above PDP was established with the SMART framework, and it consists of five distinct goals that are precise, measurable, attainable, relevant and time-bound. The Professional Development Program (PDP) seeks to develop participants' cross-cultural competence, leadership abilities, technical skills, communication skills, and time management skills. Within the Unilever organization, these objectives have been determined to be appropriate, realistic, and acceptable. They have also been defined as development requirements and expectations for individual workers. The workers will be able to fulfil their professional goals and contribute to the success of the organisation if this PDP is put into action since it will help them gain the skills they need (Ellinger and Bostrom, 2017).


[bookmark: _Toc131881115]Conclusion
A performance management system that is well-designed is crucial for any organisation that wants to enhance the productivity of its employees as well as the level of job satisfaction they experience. Performance management has the potential to make a substantial contribution to the expansion of an organisation by determining the areas in which workers' skill sets are lacking and then filling those gaps with specialised training. Employees' engagement and loyalty may be increased by providing them with coaching and feedback on a regular basis, which helps them realise how their job contributes to the overall goals of the organisation. Nevertheless, poorly constructed systems have the potential to bring about unfavourable working conditions and lower employee morale (Tannenbaum and Yukl, 2012). As a result, it is of the utmost importance for businesses to devise methods of performance management that are impartial, open to scrutiny, and encourage the expansion and maturation of their workforce. When businesses take this step, it enables them to realise the full potential of their workforce and accomplish their overall objectives.
[bookmark: _Toc131881116]Recommendations
· When an organisation is in the process of putting in place a performance management system, it is vital to make certain that the system is suitable for the sector in which the organisation competes.
· The method for recognising and compensating employees for their performance need to be just and accessible to all workers.
· Thorough assessments of employee work can assist discover areas of development and give constructive criticism to help bridge the performance gap between employees and other workers (Kavanagh, Thite and Johnson, 2017).
· Participating in consistent training and development activities can be advantageous in terms of maximising the influence that the performance management programme has on the productivity of employees.


[bookmark: _Toc131881117]Reference List
Armstrong, M., and Taylor, S. (2014). Armstrong's handbook of human resource management practice. London: Kogan Page.
Beardwell, J., and Thompson, A. (2014). Human resource management: a contemporary approach. Harlow: Pearson.
Bratton, J., and Gold, J. (2017). Human resource management: theory and practice. Basingstoke: Palgrave Macmillan.
CIPD. (2021). Performance appraisal. CIPD Factsheet. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/performance-appraisal/factsheet [Accessed 7 Apr. 2023].
CIPD. (2021). Performance management. CIPD Factsheet. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/performance-management/factsheet [Accessed 7 Apr. 2023].
CIPD. (2021). Talent management. CIPD Factsheet. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/talent-management/factsheet [Accessed 7 Apr. 2023].
CIPD. (2022). Human resource development. CIPD Factsheet. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/human-resource-development/factsheet [Accessed 7 Apr. 2023].
Demircan, M., and Gokcearslan, S. (2016). The relationship between 360-degree feedback and leader effectiveness: The mediating role of trust in leader. Journal of Business Research, 69(5), 1693-1700.
Edwards, M. R. (2019). Performance appraisal and management: An historical and international context. Routledge.
Ellinger, A. D., and Bostrom, R. P. (2017). Learning, training, and development in organizations. Routledge.
Grubb, C., and McDaniel, A. (2019). Human resource management. Cengage Learning.
Kavanagh, M. J., Thite, M., and Johnson, R. D. (2017). Human resource information systems: Basics, applications, and future directions. Sage Publications.
McLean, G. N., and McLean, L. (2016). Organization development: Principles, processes, performance. Berrett-Koehler Publishers.
Mintzberg, H., and Lampel, J. (2019). Reflecting on the strategy process. Sloan Management Review, 60(3), 21-30.
Porter, L. W., and Lawler, E. E. (2018). Managerial attitudes and performance. Homewood, IL: Richard D. Irwin.
Rothwell, W. J. (2015). Effective succession planning: Ensuring leadership continuity and building talent from within. AMACOM Div American Mgmt Assn.
Tannenbaum, R., and Yukl, G. (2012). Training and development in work organizations. Annual review of psychology, 43(1), 399-441.


[bookmark: _Toc131881118]Appendix
Professional Development Plan
	Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Improve Leadership Skills
	Participate in leadership development seminars and workshops.
	Complete two leadership development courses with flying colours in the following six months.
	The organisation provides various opportunities for off-the-clock leadership training.
	Employee success in this position depends on the employee's demonstrated ability to lead and direct others.
	The worker will have finished the selected leadership courses within the time frame of six months.

	Improve Technical Skills
	Take the appropriate technical classes and seminars.
	Complete a vocational education course with a passing grade within the following six months.
	The employee has the option of attending one of the company's several after-hours technical training courses.
	The employee needs superior technical abilities to do their job well.
	The worker will have finished the chosen technical training course within that time frame.

	Enhance Communication Skills
	Take seminars and courses on improving your communication abilities.
	Complete two training courses in effective communication during the following six months.
	The organisation provides various opportunities for employee to improve their communication abilities outside of regular working hours.
	Working effectively with coworkers, bosses, and stakeholders needs the person to have excellent communication skills.
	The worker will have finished the selected courses to improve their communication abilities within that time frame.


	Improve Time Management Skills

	Participate in training sessions on time management.

	Within the following three months, you should have completed at least one time management course.
	Employees have the option of attending one of the company's several time management courses after hours.
	The individual must be able to efficiently manage their time in order to complete projects on time.
	The worker will have finished the selected time management course within that time frame.

	Develop Cross-Cultural Competence

	Take part in cross-cultural lectures and workshops.
	Accomplish during the following six months the completion of at least one cross-cultural training programme.
	The firm provides various opportunities for off-the-clock cross-cultural training.
	The success of the employee depends on their capacity to collaborate with people from a wide range of cultural backgrounds.
	The employee will have finished the specified cross-cultural training within six months.
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