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[bookmark: _Toc109822932]INTRODUCTION 
Professional development is defined as the continuous or sustained learning and development through education or training at work place so that new competencies and skills can be developed (Zondo, 2018). Professional development is not only necessary for the individual growth but also for the organisational success and competitive advantage. Performance management accompanied by development plans used to groom the capabilities of an individual so that they can get better opportunities. At the same time with upgraded skills and human resources organisations are able to withstand tough competition as well. For this report National Express group is chosen as the case study organisation which operates train, coach, tram and bus services and is known to be one of the successful public transport companies across UK (National express group, 2022). This report will discuss various performance appraisal tools and their effectiveness in contributing success. It will also provide a professional development plan for National Express so that it can enhance performance of its teams. 
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[bookmark: _Toc109822934]Effectiveness of performance appraisal approaches in organisational and individual success 
	Performance appraisal is defined as an approach to document and evaluate the contribution and integrated performance of an employee. It determines the extent up to which an employee is able to carry out job effectively with the desired expectations (Al-Jedaia and Mehrez, 2020). Like every organisation National Express also have some standards and performance expectations which are required to fulfil so that quality services can be delivered to the customers and organisation can manage the competitive threats. For this purpose organisation used to make standards or parameters which employees are expected to fulfil. On the basis of these expectations talent recruitment and training drives are made.  For assessment of their outcomes National Express uses different performance appraisal tools so that performance can be measured and evaluated and feedback can be given. 
The feedbacks provided are means to record and improve the performance of individuals so that they can improve the outcomes by making additional efforts (Kassem and Ajmal, 2019). Performance appraisal techniques are known to be the development vehicles because they not only bring improvement in existing capabilities but also help to retain and attract new talented human resources. This aspect of performance appraisal tool makes them a vital aspect in employee as well as brand management (Jauhar and et.al., 2021). Some of the most effective performance appraisal tools used by National Express are discussed as follows: 
360 degree feedback: This is one of the most effective appraisal technique used by National Express for managing performance of its employees. Organisation used to receive feedback from managers, colleagues and mainly from the customers. On the basis of feedbacks individuals and management can assess the actual contribution and performance of individuals (Armstrong, 2009). Individuals can also find this technique helpful in understanding the expectations of customers and the personal areas in which quick changes are required. Feedbacks from customers also provide a pathway to seek support for overcoming performance gaps. 
Management by objectives (MBO): In this method managers works in collaboration with employees to identify, organise and communicate the objectives. These sales objectives or customers related qualitative objectives are periodically analyse and tracked to assess the performance of employees (Dasanayaka and et.al., 2021). At the end of the review National Express used to reward or incentives its employees so that they are motivated to work harder. Along with the motivation the frequent inspection and control helps employees to assess their weak areas and to improve. 
Human resource cost accounting method: This approach analyse the performance by means of monetary benefits an employee yields to organisation. This is determined by comparing the employee retention cost to company and contributions made by employee for the company. It considers different factors like quality, overhead cost, average service value, number of passengers acquired as well as interpersonal relations of employees. Thus for measuring the performance in terms of cost National Express uses cost accounting approach so that financial implications can be determined. 
 Psychological appraisal: Employee perception towards organisation plays a great role in their loyalty and commitment towards work. Thus for retaining talented and highly expertise drivers and other supporting staff National Express also conduct psychological appraisals (Sabiu and et.al., 2019). It focus upon future performance of individuals by analysing seven crucial components like cognitive ability, leadership, personality trait, interpersonal skill, intellectual ability, emotional quotient and decision making during critical situations. Such type of assessment helps managers to predict the potential and perception of employees so that they can be indulge in organisational culture in better way. For large and global organisations like National Express it best suits to find the leadership and to solve complex challenges like team work or conflict. Employees are also satisfied with this kind of appraisal because it depends entirely on their outlook without involvement of any third party review (Islami, Mulolli and Mustafa, 2018). Thus it can act as effective way to enhance the productivity. 
Assessment centre method:  With this approach individual employee can also learn about the perception of others and its impact on their performance. In addition to the current performance it also gives prediction about future performance. For this purpose employees of National Express are used to indulge in various group discussions, social simulation exercises, and decision making problems, informal discussions and driving tests. During the assessment phase strength and weak aspects of every employee are noted and appropriate rewards, feedbacks and training is recommended. It also make employee highly conscious and motivated to regularly improve performance so that they can get recognition or the knowledge required for the performance improvement. 
Employee self assessment: Along with the organisational needs National Express also prioritise the growth and choices of its employees (Sumayya and Raziq, 2019). Thus it provides opportunities to its employees also so that they can self evaluate about their training need, weakness, strength, capabilities and goals. This is not only helpful in making employee more committed towards organisation but also align the interest of talented candidates with that of organisational success. Thus it is very helpful for the organisation to improve employee loyalty and talent acquisition because if employee feels that their interest and growth is valued by firm then they tend to deliver more productive outcomes. 
Rating scale method: National Express uses this method to take direct performance review from different teams and customers. In this approach employees are given rating from scale of 1 to 10 or 5 on various performance criteria. These criteria include parameters like dedication, team work, creativity, problem solving skill and punctuality, driving skills, behaviour and customer interaction and safety assurance. The relative weightage of ranking from customers as well as from seniors helps managers to decide if employees need improvement training. One of the advantages of using this tool is that it provides quick and simple overview to organisation so that immediate actions can be taken. However most of the time unitary ratings are given by customers and thus they may not take individual salient features into consideration (Maiyaki and Yaro, 2020). Despite this limitation this technique is helpful for National Express to identify performance gaps in initial stages only so that timely improvements can be made. 
These performance techniques also make employees to trust the organisational policies and they feel that since their efforts are fairly valued and evaluated they must continuously improve them (Mishra, 2022). If National Express fails to ethically and accurately measure and monitor the performance then it may create a culture of disappointment, conflicts and unproductive teams which is not good for the sustainable growth and performance of organisation. 
[bookmark: _Toc109822935]Professional development plan 
	Professional development on one side enhances the performance of employees so their professional capabilities are improved while on the other side it also help organisation to continuously develop and groom individuals and to screen out the leadership abilities for the long term growth of organisation. 
According to theory of reinforcement, learning is directly associated with the behaviour. Individuals will repeat the behaviour which is associated with the positive and attractive outcomes. This repetition will eventually result in learning (Costaa and Mendesa, 2021). If National Express will align its training program with the organisational objectives and some attractive incentives or appreciation then individual employees will tend to pay more focus on learning. Contrary to this if training programs does not have any association with the recognition, incentives or promotions then employees does not take many efforts into such programs. Hence for development of some critical skills like time management organisation must always keep some rewards associated with it so that employees can themselves take initiatives to learn them. 
Instead of imposing training programs directly on employees organisation must give its employees an opportunity to make self assessment. This will create a confidence among employees that the organisation does not force anything and instead think about the welfare of employees as well. However employees and employer both may not have clarify regarding this. Thus for the efficient and effective development or performance appraisals organisation must emphasis upon reflective practices. According to the theory of experimental learning, the requirements and desire of individual learners must be identified and addressed by means of different experimental and cognitive approaches. One of the key reasons of poor talent retention is due to the fact that they are not given the learning opportunities they want (Mahmoud and et.al., 2020). Thus for the sustainable growth and learning, organisation must take feedback from its employees. After completing challenging tasks individuals must be given task to reflect upon their practice. The reflection will help employees to understand performance gaps, strengths and limitations of their decisions and actions. The experience and opportunity given to employees will assist them in improving their knowledge and maturity (Aburumman and et.al., 2020). The personal involvement of learner also allows self evaluation and impact of learning. This type of learning is accomplished by more enthusiasm and positive approach thus it brings more success and positive outcomes. 
In similar context social learning theory states that, with direct enforcement organisation may not address the different types of learning needs. Instead learning environment is also a crucial factor so organisation must also make attempt to create a work culture which supports and encourages innovation, creativity and continuous learning (Yusoff and et.al., 2020). For instance if organisation will not acknowledge creativity or new learning opportunities then there are chances that talented individuals may not desire to work with the organisation. The organisations which have collaborative, flexible, ethical and interactive work environment inspire other team members to promote learning. Another important remark associated with this theory is that psychological perception of employee towards learning is also a crucial parameter in professional development and learning. 
However most of the organizations, used to avoid this consideration. If training programs are directly enforced at workplace without any communication with employees then many individuals may not find such programs useful for their professional growth or the organisational needs. In such case the program may not prove to be effective for their development. This can be considered as unproductive utilisation of organisational resources and time. Hence for overcoming such learning barriers organisation must properly communicate with the staff members. This will help leaders to understand the training needs of employees as well as essential changes in the work culture or environment. For improved productivity and communication National Express must build a culture in which diversity is respected and encouraged. All individuals must have freedom to express their interest so that training programs can be personalised as balance between organisational goals and individual professional objectives (Perez and Gianluaca, 2019). Training programs must be based on contemporary technology, theory and methods so that their relevance and usefulness can be justified among team members. 
 

Development plan for National Express: 

	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target start date
	Target end date
	Evaluation

	To develop leadership competencies and skills
	It is of High priority as National Express needs to develop leaders who can continue the legacy of brand with its intense expansion strategy internationally. 
	For developing leadership organisation must ensure that individuals are exposed to cross cultural teams, internship programs as well as challenging decision making opportunities in daily operational tasks . 
	Professional teams, Internet 
(Curzi and et.al., 2019)

	1 August 2022
	1 February 2023
	Individuals will be given opportunities to demonstrate their leadership abilities so that their competencies and skills can be tested. 

	To improve public speaking and communication ability
	It is also of high priority because most of the individuals are not able to effectively communicate and understand the customer expectation and thus affecting service quality (St-Hilaire, 2019).
	For developing communication abilities employees must be equally given chance to express their opinion. Instead of permitting only few individuals to share their perspective leaders must conduct events like group discussions and informal gatherings so that every employee can expose to public speaking. 
	Books, Internet, Communication tools and mediums 
	15 September,  2022
	15 November,  2022
	Frequent group discussions and public speaking events will be held among teams so that employees can overcome their fear of communication. 

	To learn stress management approaches and techniques
	It has low priority. Some of the individuals are not able to manage stress thus their efficiency is reduced. Hence to encourage them for betterment this goal is required. 
	To achieve this objective National Express can initiate yoga and fitness activities for its employees at workplace. Incorporating better personal professional balance can also be helpful for the employees to manage their s tress at work. National Express leaders must also ensure that they used to consider the opinion and problems of employees seriously. When their issues are resolved then it manages stress in better way along with increased productivity and loyalty towards organisation. 
	Music instruments, meditation facilities, professional trainer 
	1 November ,  2022
	15 December,  2022
	Instead of providing same kind of tasks to employees National Express must give variety of tasks to individuals. It will not only assess their stress capabilities but can also help them in developing within multiple areas. 

	To work in cross cultural teams and enhance the team working abilities
	It is of medium priority. Individuals are often required to work with diverse teams and customers. They must groom this ability to fill performance gaps. 
	For this objective organisational leader must adopt flexibility and team building activities. The encouragement to open communication and appreciation rewards can help employees feel comfortable with the cross cultural teams. 
	Psychological
Assessment
results, individual develoment plans (St-Hilaire, 2019) 

	15 November,  2022
	15 April ,  2023
	To evaluate the skill learned there must be frequent team shuffling so that coordination and team working abilities can be judged. 

	To develop time management skills among individuals
	It is of medium priority. Lack of time management often causes delay in services and tasks. The company must  educate and develop employess  (Armstrong and Taylor, 2020). This goal will assist in improving operational efficiency and individual capability. 
	For improving the time management individuals must set fix and clearly defined goals. The categorisation of priorities and avoidance to multitasking activities can assist in effective time management. 
	Delegate tasks, guiding set of rules and monitoring 
	1 November,  2022
	15 November,  2022
	National Express must provide its team members different types of tasks so that their abilities to complete those in given time period can be assessed.
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CONCLUSION 
[bookmark: _Toc109822937]	It can be concluded from the report that for the long term retention as well as performance improvement of employee’s organisation must incorporate effective methods of performance appraisal. Lack of such approaches can have negative impact on employee performance and thus in turn organisational competitive success may get influenced. It has been also evaluated that with suitable performance management organisation must provide resources and opportunities to create and act in the direction of professional development plan. It will facilitate the greater efficiencies among employees. 
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