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Executive summary
The report has developed in the context of Rio Tinto. Rio Tinto is a British-Australian multinational organisation established in 1873. It is the second-largest corporation of metals and mining in the world. The organisation operates the business throughout the world. More than 45000 employees work within Rio Tinto. The following report has evaluated development vehicles available to the organisation for employee development and created a PDP to meet their development needs. 
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[bookmark: _Toc152605311]Introduction
The report will be developed with the aim of producing a development plan that can meet individual employees' needs in the organisation. Rio Tinto is the selected company and the report will focus on the development needs of employees of this organisation. In the report, various development vehicles which are available to the organisation will be evaluated along with highlighting their effectiveness in satisfying the development needs of employees and organisational success. Furthermore, a professional development plan will be created to identify and fulfil the development requirements of individual employees of the organisation. 
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Development vehicles, such as various appraisal techniques and tools have a vital role in evaluating and improving the performance of individual employees within an organisation. An appropriate and thoughtful selection of several development vehicles is very important as well as essential to achieve success for both the individual and the organisation. A performance appraisal refers to a structured and regular process of evaluating the job performance of an employee with pre-determined job expectations and objectives. It mainly includes a subject analysis of the strengths and weak points of an individual, their specific values to the organisation, and their possibility for further development and growth. 
The following development vehicles or appraisal techniques are available to Rio Tinto and these can help the organisation effectively meet the development needs of both the organisation and its employees.
1) 360-Degree Feedback:
360-degree feedback refers to a multidimensional method of performance appraisal that assesses the capabilities and performance of an employee utilising feedback gathered from managers, direct reports, peers, and clients. This technique not only eliminates biases in performance reviews but also provides a proper and clear understanding of the competence of an individual (Heathfield, 2022). 360-degree feedback technique has the following five important components.
Self-appraisals: This component of the 360-degree feedback method provides employees with an opportunity to think about their performance as well as properly understand their strengths and weaknesses. Nevertheless, if self-appraisals are conducted without formal processes or structured forms, they may become fickle, biased, and lenient. 
Managerial reviews: Managers conduct performance reviews as a vital part of basic and traditional forms of appraisals. These kinds of reviews should involve individual employee ratings given by managers and the assessment of a program or team conducted by senior managers. 
Subordinates appraising manager: This particular upward appraisal section is referred to as a significant and delicate step. In this case, individuals who report, have the tendency to have the most unique viewpoints from a managerial perception. However, any kind of fear or reluctance may skew the results of appraisal (Peng and Zeng, 2017). 
Peer reviews: Colleagues get a unique viewpoint on the performance of employees which makes them the most appropriate evaluator. Reviews obtained from coworkers, aid in determining the ability of an individual employee to effectively work with others as a team, develop various initiatives, and be a consistent contributor. However, hostility or friendship between coworkers can end up misrepresenting the final evaluation outcomes.
Client or customer reviews: This component of the 360-degree feedback method can involve either internal clients, like users of products or services within the organisation or external clients who are not part of the organisation; however, communicate with the particular employee daily. Client reviews can assess an employee's output well; however, they do not often notice the effect of policies or procedures on the output of an employee.
Effectiveness: 
360-degree feedback technique collects input from different sources, providing a complete viewpoint on the performance of an employee. This specific multi-dimensional technique aids in identifying both strengths and weaknesses of individual employees. This technique is appropriate for companies promoting collaboration and looking for all-inclusive assessments, like Rio Tinto. Moreover, this is very effective in properly meeting individual development needs by offering a well-rounded view (Wooll, 2022). Along with that, the 360-degree feedback technique is effective in increasing the awareness of individuals of how they behave and perform and the effects it has on stakeholders. It moreover encourages employees to sufficiently invest in self-development and adopt change management which not only fulfil their development needs but also significantly contribute to overall organisational success.
2) Behaviourally Anchored Rating Scale (BARS):
This appraisal technique brings out the quantitative and qualitative benefits in the process of performance appraisal. This technique compares the performance of employees with particular behavioural examples which are fixed to numerical ratings. On a BAR scale, each level of performance is attached by BARS statements that explain common behaviours that an employee demonstrates regularly. Those statements act as an index to measure the performance of an individual against prearranged standards which are applicable to their job level and role (performyard, 2023). The very first step of this appraisal technique is critical incident generation which represents classic workplace behaviours. In the next step which is editing, critical incidents are edited into a mutual format, removing redundancies. After normalisation, critical incidents are assessed and randomised for efficiency. The enduring critical incidents are utilised to develop a behavioural-anchored rating scale and assess the performance of employees. 
Effectiveness:
BARS associates both quantitative and qualitative elements, connecting particular behaviours to levels of performance. The detailed evaluation can aid Rio Tinto in pinpointing specific areas for further improvement. As the organisation values behaviour-focused and detailed assessments, this specific appraisal technique will be appropriate for its employees looking for definite feedback on their behaviours and actions. Apart from that, BARS is very effective in eliminating a construct-irrelevant change in performance appraisal ratings through a proper focus on more concrete, specific, and observable behaviours (Klieger et al., 2018). It can moreover help Rio Tinto in reducing any kind of chance for bias, ensuring fairness across the process of appraisal. 
3) Assessment Centre Method:
The Assessment Centre Method allows employees of an organisation to obtain a clear picture of the ways others observe them and the effects it has on their behaviour and performance. It includes a range of standardised exercises as well as recreations designed to evaluate different skills, behaviours, and competencies. This specific method is mainly effective for recognising individual strengths, weaknesses, and areas for further improvement along with understanding the potential for development and growth. Assessment Centre Method has the following important components (McDavid et al., 2018).
In-depth simulations and exercises: These exercises put on real work setups, giving a realistic view of the ways employees respond to any kind of challenge. They mainly evaluate a variety of skills, from leadership to problem-solving. This component is effective for Rio Tinto as it looks for a thorough and detailed assessment of behaviours and practical skills of employees, specifically applicable to job roles and responsibilities that need complex decision-making. 
Feedback sessions: After thorough assessments, employees obtain detailed feedback on their behaviour and performance. This benefits self-awareness as well as aids employees in understanding their strong points and areas for improvement. This component is effective for Rio Tinto as it focuses on constant improvement. Feedback session is effective for employees who value and desire constructive feedback for their professional growth and development. 
Multiple assessment techniques: This specific component of the Assessment Centre Method associates several assessment tools, like role plays, discussions, and case studies. This specific multi-faceted approach improves the preciousness of assessments. As Rio Tinto values all-inclusive assessment, this specific method is suitable for employees whose performance cannot be precisely captured through a solo assessment tool (Mone et al., 2018).
Effectiveness:
The Assessment Centre Method is very effective in recognising both strengths and areas for strengths of individual employees. By using a range of exercises, this method offers a nuanced view of the capabilities of an employee. The detailed and comprehensive assessment results and feedback allow the formation of personalised development plans. This specific customisation moreover confirms that development efforts are appropriately targeted as well as aligned with the individual employee needs of Rio Tinto. As the company is committed to sufficient employee development, this method will be effective. It focuses on not only evaluation but also feedback as well as development plan creation, encouraging a culture of constant improvement. Therefore, it can facilitate both individual employee development and organisational success. 
To properly understand the effectiveness of appraisal tools and techniques to satisfy and fulfil the development needs of individual employees and the organisational success of Rio Tinto, the relevant Human Resource Management theories are applied below.
Social Exchange Theory: 
Social exchange theory is utilised as a suitable framework to predict the core outcomes of HRM practice which are employee motivation, employee commitment, and longing to remain with the organisation. The theory mainly focuses on social behaviours in which people decide which social interactions will be most effective for them ( Turk and Krastev, 2022). To understand the effectiveness of the 360-degree feedback method, the social exchange theory can be applied. 360-degree feedback integrates input from various sources, encouraging a social exchange where employees can obtain feedback or reviews in return for their performance and efforts. Grounded in the value of exchange, this tool is appropriate for Rio Tinto as it focuses on mutual and strong collaboration. It effectively fulfils individual employee needs by giving an all-inclusive view while significantly contributing to the success of the organisation through enhanced teamwork. 
Behavioural Management Theory:
In HRM, the behavioural perspective assumes that the behaviours of employees are flexible which means individuals are usually motivated to act and behave in specific ways that are socially accepted by others (Bratton, 2020). According to this theory, HR managers must better understand the human aspects of employees as well as treat each employee as a valuable asset to accomplish goals. The theory can be applied to understand the effectiveness of the Behavioural Anchored Rating Scales (BARS) technique. BARS evaluate particular behaviours associated with performance, aligning with the principles of behavioural theory that suggest behaviours of employees must be observed and can be modified and learned. Therefore, the BARS technique is effective for Rio Tinto as it values behaviour-focused evaluations. The technique meets the needs of individual employees by providing them specific feedback on their actions, significantly contributing to the success of the organisation through targeted improvement of behaviours. 
Reinforcement Theory:
This theory developed focusing on the relationship between behaviours and their outcomes. The theory emphasises modifying the on-the-job behaviour of an employee through the application of suitable appraisal methods (Jara-Ettinger, 2019). In this case, the Assessment Centre Method is very effective it helps in evaluating critical competencies of employees that are essential for improving their performance and behaviours in the workplace. It allows to improvement knowledge of an employee and boosts his/her efficiency through proper evaluation and feedback. It moreover provides a proper insight into the personality of employees, including tolerance, ethics, problem-solving skills, adaptability, and others which helps the organisation develop further effective tactics to increase employee motivation, satisfaction, and engagement. 
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	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Evaluation

	To improve the effective communication skills of employees
	Written communication skills of employees are the key priority along with enhancing the completion rate of mistake-free written communication. 
	To improve written communication skills, it is important to develop training and writing workshop programs. It can be undertaken virtually or in person (Ting-Toomey and Dorjee, 2018). Moreover, offering online resources and courses, encouraging reading, providing formal writing style and template guides, offering individualised feedback, encouraging peer review, and developing a writing mentorship program is effective in improving written communication skills. 
	Writing guide templates, books, reviews, and technology.
	10.01.2024
	10.03.2024
	This specific objective is suitable as it effectively addresses a particular skill relevant to the roles of employees. It is feasible, given the accessibility of professional writing workshops as well as the commitment of employees to allocate time for effective skill development. The objective is moreover acceptable as it aligns with the personal development goals of employees along with contributing to their overall efficacy.

	To successfully identify and resolve at least two conflicts within the workplace
	In this case, the main priority is developing conflict resolution skills of employees. 
	To develop conflict resolution skills, it is essential to arrange training workshops and offer online courses to employees (Katz et al., 2020). Moreover, conducting role-playing exercises, implementing mentorship programs, developing open communication, establishing suitable conflict resolution policies, and promoting active listening and empathy are very useful (Amaresan, 2023).  
	Constructive feedback, behaviour assessment, and training and course materials. 
	01.04.2024
	01.09.2024
	The development objective is suitable as proper conflict resolution is essential for managing a healthy work culture, it is feasible as it provides the accessibility of conflict resolution workshops. It is acceptable as contributes to positive workplace development.

	To enhance cross-functional collaboration
	The main priority of this development objective is to develop the interpersonal and collaboration skills of employees.
	Establishing clear team objectives to align with overall organisational goals and building cross-functional teams are very effective in improving cross-functional collaboration (Yin et al., 2023). Moreover, implementing collaborative tools, such as communication platforms, project management software, and shared documents is vital. Along with that, encouraging open communication, arranging daily meetings, promoting team-building activities, and developing training programs are effective.
	Technology, communication channels, and training materials. 
	20.09.2024
	20.12.2024
	The objective is suitable as it meets the area for skill development and is feasible as it develops team-building activities. It is acceptable as it contributes to an effective team culture. 

	To improve time management that aligns with employees’ job roles and responsibilities.
	It prioritises the time management skills of employees, improving their work-life balance.
	To improve time management, it is effective to set priorities and clear goals, arrange time management training, utilise time tracking tools, set proper deadlines, restrict multitasking, provide regular breaks, and promote a work culture of flexibility.
	Time tracking tools, training materials, and daily schedule. 
	10.01.2025
	10.02.2025
	The development objective is suitable as it fulfils critical skills essential for efficient job performance. Moreover, it is feasible as it improves employee well-being and manages their professional life balance. It is acceptable as it effectively aligns with the self-identities need of employees for improvement, positively contributing to entire organisational productivity (Doyle, 2021).

	To build project management competencies within 8 months
	The objective priorities are to develop project management skills and complete certification courses for employees within 6 months.
	Arranging proper project management training and workshops, assigning coaches or mentors, encouraging cross-functional collaboration, utilising various project management tools, and assigning employees to projects with gradual complexities can develop their project management competencies. Moreover, motivating and supporting employees in getting project management certification can be effective in achieving this objective. 
	Technologies, training and workshop materials, and project guidelines.
	20.02.2025
	10.10.2025
	This specific development objective is suitable as it effectively meets the critical competency needed for the career advancement of employees. Moreover, it is feasible as it gives employees the availability of effective project management courses. It is moreover acceptable as it appropriately aligns with the long-term career goals of employees and effectively contributes to organisational requirements.
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It is concluded that to recognise and satisfy individual employees’ development needs, it is very important to utilise effective performance appraisal techniques and tools. The report has highlighted various development vehicles, such as 360-degree feedback, assessment centre method, and others along with discussing their effectiveness to meet employee needs as well as organisational success. Along with that, a constructive PDP has been developed in the report with five objectives that can easily meet the development expectations and needs of individual employees of the selected organisation. 
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