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[bookmark: _Toc28887318]Introduction
The paper aims at developing strategies for the management of the performance of individuals and assisting them in their personal and career development at the workplace. The case study or project that has been chosen for the purpose is of British Petroleum. In this regard, the potential benefits gained by an organization and by an individual due to personally developing individuals at the workplace are to be assessed. The development vehicles available to an organization for meeting the development needs of an individual are also to be analyzed and interpreted in the context of British Petroleum. A development plan is to be made for addressing the identified development needs as well as the expectations of an individual at the workplace in the context of British Petroleum.
[bookmark: _Toc28887319]Potential benefits to the organization and the individual of personally developing individuals in the workplace
Development of an individual at the workplace is achieved with the joint effort between an organization and the individual, thereby ensuring to provide opportunities to the individual for learning new skills and competencies and enhancing or refining the existing ones (Schein et al. 2016). In this sense, it can be said that personally developing individuals not only gain advantages in the development of their career and personal life but they also play a considerable role in assisting their employers to grow (Smith and Dodds, 2017). Thus, by assisting an employee to meet his development needs and expectations, British Petroleum may grow and improve with the help of the contribution made by that employee in its business operations and activities.
[bookmark: _Toc28887320]Potential benefits to British Petroleum
Employee retention and organizational growth
According to Maurer and London (2018), an organization must provide proper opportunities and platforms for supporting the personal and career growth or development of the employees. The primary reason behind this is that by meeting the development needs of an employee, an organization gets the benefit of retaining that employee. In other words, if an employee gets the right platform to learn new skills and gain new knowledge, then it is likely that that employee will not leave the organization. Therefore, the major benefit that an organization gets by allowing individuals to grow and develop personally is the increase in employee retention rate. Apart from retaining the old employees, the learning atmosphere and vehicles also tend to attract or gain the attention of new talents. Thus, besides getting the advantage of utilizing the existing talent, an organization gets the benefit of utilizing new talent in its business.  
It cannot be denied that employees or workers in an organization play a vital role in accelerating the business operations, thereby assisting it to achieve success and profits (Smith and Dodds, 2017). It is found that British Petroleum has ensured to keep pace with the emerging market and technology trends for the formulation of effective strategies to support its business (Albrecht et al. 2018). Being one of the leading oil and natural gas producers in the world, the organization has also prioritized the needs and demands of customers for the development of sustainable strategies. For fulfilling the business goals and objectives, the organization makes sure of hiring or involving the right talent in its business. Apart from that, the individuals get proper training which makes them aware of the various business operations taking place in British Petroleum, their roles or responsibilities, and the organizational culture. However, it is essential for the organization to realize the importance of meeting the personal and career development needs of the individuals working in it (Pryshlakivsky and Searcy, 2017). As mentioned earlier, British Petroleum achieves an increase in the employee retention rate and may also get hold of new talents if it ensures in providing a proper learning platform to all its employees. 
Employee loyalty and organizational performance
Noe et al. (2017) have portrayed the importance of managing the human resources of an organization effectively and efficiency as they are core resources contributing to the success of an organization. It is found that when employees can learn and develop through proper tools and platforms in the organization in which they are working, they get motivated and increase their dedication and commitment to accomplish the tasks given to them. In other words, the organization gets the benefit of employee loyalty which helps it to head towards its goals and objectives by receiving the desiring support from the personally developing individuals (Theophilus et al. 2018). It is found that British Petroleum has upgraded its performance metrics and monitoring to get the best outputs in the form of performance from its individual employees. Moreover, it has developed or upgraded its knowledge management strategies by providing online learning platforms to its workers. It not only assists the workers in saving their time but also helps to gather new relevant knowledge about the transformations and changes taking place around the globe. This helps them to develop new strategies and methods for enhancing their performance.
However, according to Mone and London (2018), organizations must only make the employees learn about the technologies and enhance their knowledge as per their business needs but also allow them to refine and polish their skills and core competencies. The personal development needs of an individual are primarily focussed on the enhancement and nourishment of his skills ad competencies so that he may successfully pave the path of his professional life. Considering the current scenario of the global business market, it can be said that the two major factors leading to an increase in competition in the business market include innovation and globalization (Theophilus et al. 2018). British Petroleum has also adapted the technological trends for accelerating its manufacturing and production operations. Moreover, the organization has attempted to maintain sustainability in its supply chain as well (Anderson, 2019). The organization has become capable of managing changes and innovations due to its effective leadership and management strategies. It has ensured that the employees readily accept the changes and innovations taking place in processes, products or services with ease through proper training (Meola, 2016). In this sense, it can be said that the organization has developed proper strategies for training and developing employees to keep pace with the emerging market and technological trends. Thus, another benefit gained by British Petroleum is the loyalty and commitment of personally developing individuals while accomplishing certain goals and objectives.
Improved productivity
As stated above, British Petroleum gains the advantage of retaining the maximum talent and getting an increased commitment from its employees by providing them with platforms for their personal developments. The increased engagement and motivation of employees helps the organization in boosting its productivity and performance (Awasthi and Sharma, 2016). This can be best explained by considering the theory of Maslow based on the motivation of individuals. As per Maslow's hierarchy of needs, an individual can be motivated if the five basic needs about his safety, psychology, social, esteem and self-actualization are properly met (Shih et al. 2019). In this sense, it has been found that British Petroleum ensures to provide proper wages, rewards or incentives and opportunities to the employees, thereby motivating them in proper terms. The organization also makes use of certain techniques and tools for assessing the performance of its employees for indicating them their areas of deficiencies or weaknesses that they need to improve. It is also found that the organization has adopted appropriate tools and measures for enhancing the skills of the employees. However, the organization follows the traditional hierarchical structure due to which the major decisions are taken by the business leaders or the CEO through an autocratic approach. Therefore, it can be said that though British Petroleum has managed to boost its productivity and performance by providing learning platforms to its employees, it needs to bring changes in its leadership and managerial approaches for further improving the organizational performance (Mone and London, 2018).
[bookmark: _Toc28887321]Potential benefits to the individual 
A good and effective performance management plan contributes to the overall development of an organization. It helps in proficient management of each section of work and develops an all-encompassing approach towards the formation of a collaborative culture and association. Considering the global acclaim and presence of British Petroleum, it has been noticed that the company has dedicatedly focused on monitoring the performance management of employees and the organization as a whole (Noe et al.2017) Setting exemplary standards in business operations and competitive advantage, the company had effectively marshaled aspects of constructive communication and creation of trust among each other. 
Despite having an exploratory strategy focusing on exploring of different sections of work and business culture, the company did face challenges of mismanagement and biasness in the treatments of the individuals. Thus, there has been recognized to draft a performance management plan to ensure effective working of the company (Kearney, 2018). In respect to the performance management action plan shared in the next section of the report, the emphasis is laid on the developmental training needs of the executive and administrative levels of operations (Mone and London, 2018). 
However, it is needless to state that having a comprehensive performance management plan will not only affect the individuals but also the organization as a whole. The impact of the performance management plan will seep into the different sections of the operation and percolate through the individual actions to establish right goals and objectives to be fulfilled by the respective employees (Ahmed et al.2016). Some of the crucial aspects of the performance management plan at British Petroleum are stated below:
· Focus on developing an integrated system of working
· Deliver cumulative efforts of individuals
· Develop a strong common culture among employees
· Encourage effective communication among workers
· Keep the staffs motivated 
Based on the distinctive features of the performance management plan at British Petroleum, It is evident that the company focuses on benefitting the entire organization using the performance management plan procedures. Some of the key benefits that the company and the employees will receive from the implementation of the performance management plan are stated below:
· Develops a strong sense of consistency and stability among the employees
· Regularly provides a platform to deliver unrestricted feedback on employee performance 
· Assists in identifying the good and the bad performers
· Develops a linkage between the performance and relative compensation levels of the employees
· Provides the employees with ample learning facilities while working within the company
· Helps in recognizing and rewarding the right performers and provide incentives on an indiscriminate basis
· Helps in setting clear goals and objectives for the employees and the organization
· Provides maximum support to the employees for potential career growth 
In continuation to the above defined points, focus has been laid on the impact of performance management plan on the overall operations of the company. To be specific, a separate section has been written to identify the impact of the performance management plan on the separate segments of the organization.
	Organization segments  
	Potential benefits 

	Employee Benefits 
	· Clarifies the expectations of the employees long with their specific roles and responsibilities 
· Encourages employees to indulge in self-assessment techniques 
· Contributes towards improved performances 
· Enhances Job satisfaction
· Defines the career path of the employees

	Managerial Benefits 
	· Reduces conflicts and unnecessary delays
· Saves time
· Ensures efficiency in operation
· Develops consistency in performance

	Organizational benefits 
	· Enhances organizational performance 
· Helps in retaining employees
· Develops loyalty of employees
· Augments productivity
· Helps in promoting effective communication
· Defines clear accountabilities 



Hence, from the above explanation of the defined points of benefits of performance management plan, it can be stated that the British Petroleum can significantly benefit from the implementation of the plan. There will be potential opportunities for overall and individual development of the employees at the organization. This will help in reducing workplace backlogs along with delays in the decision-making process. Having defined goals , the employees of the organization will find it convenient for their specific contributions to the organization and self-introspect into the critical aspects of operation. Additionally, it will encourage effective communication among the hierarchy and subordinates. 
[bookmark: _Toc28887322]Development vehicles available to British Petroleum appropriate to the development needs of the individual
Certain development vehicles or tools are used by organizations for addressing the development needs and expectations of employees. While some development vehicles are primarily inclined towards managing the performance of employees for meeting the business needs while some development tools are greatly beneficial in meeting the personal development needs of an employee. In this regard, the development vehicles used by British Petroleum are critically assessed below to determine whether those are efficient in meeting the development needs of the individuals.
Universal Graduate Skills Development Program
One of the major development vehicles used by British Petroleum that provides immense learning opportunities to the employees particularly the graduates or interns is the learning program organized for training the employees (Iyswarya and Rajaram, 2017). While most of the organizations provide technical training to the recruited individuals, British Petroleum is found to initiate the Universal Graduate Skills Development Programme in which the interns are provided with the opportunity to learn about new skills and enhance the existing skills. The skills and knowledge that the interns get to develop and enhance during this program are capable of bearing fruitful results for them, thereby assisting them to perform professionally at the workplace (BP global, 2020). Moreover, it has been found that this program greatly assists in transforming a student to that of an employee, thereby paving the path of his professional life (Al Mehrzi and Singh, 2016). Technical expertise is essential but not sufficient in taking an individual towards the achievement of success (Sharma et al. 2016).
By keeping this concept in mind, the CEO has attempted to assist the interns in nourishing the five most important skills that are essential for giving high performance in the present-day business market. The first skill or competency is to understand or navigate the organization. In other words, the interns are trained such that they come to know about the various business operations taking place at British Petroleum. It also gives them a glimpse of the ways or methods followed by the organization in carrying out the business activities. In this sense, the program is efficient in making the employees aware of the organizational culture. The second skill taught in this program is to develop individual capabilities by setting challenging goals and objectives (Pranesh et al. 2017). This can be best explained by considering the goal-setting theory of Locke and Latham. As per the notions of this theory, the more challenging or difficult a goal is, the harder an individual attempts to achieve it (Locke and Latham, 2019). Thus, by assisting the individuals in setting proper goals and objectives, British Petroleum assists them in getting more clarity, becoming more challenging and providing more commitment to accomplishing tasks.
The organization also believes in establishing proper relationships for delivering the best business results. In this regard, the program assists employees in learning how to collaborate and develop networks through proper communication at the workplace. The effective skills required for developing relationships with managers, team members and clients are taught through this program. Apart from that, the program gives special attention to the development of the communication skills of the employees. It makes the employees aware of the effective communication skills that ought to be used for delivering business ideas and thoughts, thereby assisting them to share and transfer their thoughts and opinions in a positive and constructive manner (Sharma et al. 2016). The last skill that the organization ponders upon through this program is the planning and organizing of tasks. In other words, the employees are taught how to prioritize things while setting goals and accomplish those by managing time and maintaining a work-life balance (BP global, 2020). Therefore, considering the skills and competencies that are developed in an individual through the Universal Graduate Skill Development Programme greatly assist the employees in developing their career. In this sense, this development vehicle is helpful in meeting the development needs of an individual.
However, according to Rana et al. (2016), the skill development program organized by British Petroleum is mainly intended towards the development of employee capabilities for addressing the business needs ad goals of the organization. The researchers have found that the skill development program provides knowledge and information to the interns about the business operations of the organization only. In this sense, the program may not be efficient in providing the individuals with proper platforms for setting their careers. The opinion has been greatly contradicted by Tsiga et al. (2017) who suggest that skill development tends to be a critical success factor for both an individual as well as for an organization. The skills and competencies such as communication skills, collaborating or team working capabilities and setting or prioritizing goals are the major interpersonal skills required by an individual for developing his career and personal life in today's competitive world. These skills can be effectively used by the interns while accomplishing any task or at any point in time. Therefore, the skill development program organized by British Petroleum is found to be fruitful for the personal development of individuals. 
Performance Appraisal System
Besides providing training and learning opportunities to the employees, British Petroleum ensures to appraise the performance of all the individuals (Iyswarya and Rajaram, 2017). As stated earlier, the CEO of the organization has brought about changes in the performance metrics for increasing the competitiveness of the employees and the organization. These metrics are used for assessing the performance of each employee, thereby indicating their strengths and weaknesses. The performance appraisal system assists the employees in bringing about the necessary improvements in their performances to fill up the gaps or deficiencies found in their performance (Ibrahim et al. 2017). The process evaluates the performance of the individual employee by getting a view of the outputs and work quality delivered by that employee. The performance appraisal system is often regarded as an effective way of giving feedback to employees based on their performances. Moreover, it assists the organization in providing rewards to employees based on their efficiency and effectiveness in delivering the best performance, thereby contributing to the success of the organization. The performance appraisal system of British Petroleum is done on a yearly basis in which the employees are made to fill up the appraisal forms that are reviewed by their respective managers for giving their necessary comments and feedback and passing those to the HR Management team (Iyswarya and Rajaram, 2017). Based on the reviews of managers, senior managers, and the HR team, the employee gets his performance appraisal.
Though the performance appraisal system of British Petroleum is effective in motivating and increasing the engagement of the employees, it cannot be considered efficient in meeting the personal development needs of the individuals (Pranesh et al. 2017). It is because the system provides feedback to the individuals on their overall contribution made in the organization for a specific period, that is, one year. It is more focussed on the increase in salaries and bonuses of employees. Moreover, the review of the appraisal forms by the managers may involve a certain level of partiality or favoritism which tends to reveal the actual performance given by employees or the deserving individuals (Tsiga et al. 2017). In this sense, it can be said that the organization needs to improve the traditional performance appraisal system for meeting the personal development needs of workers. Das and Panda (2017) have suggested about the efficiency of the 360-degree feedback system in which the performance of individuals is evaluated not only by their managers but also their teammates, sub-ordinates and the customers or clients. This development vehicle empowers both the managers and employees while evaluating the performance. The inclusion of customers adds more clarity to the performance measurement of the individual employees since customers are the major stakeholders associated with the business of an organization and are unlikely to provide wrong or inappropriate feedback for the employees. This may assist the employees in getting a better understanding of the gaps in their performance or the areas where they need to improve in terms of their skills and competencies (Schein et al. 2016). 
[bookmark: _Toc28887323]A plan to meet the identified development needs and expectations of an individual 
British Petroleum is considered to be one of the pioneers in oil and natural gas production and contributes to a huge share in the national GDP of the UK. The company is globally acclaimed as the fourth largest oil company in the world and largest in Britain. After the retirement of John Browne in the year 1995, the CEO position was filled up by Rodney Chase who had been a veteran in the company with a handsome experience of thirty years (Cappelli and Tavis, 2016). 
Having a leading position in North Sea and Alaska, both Chase and Browne had focused on consistently assessing the performance management at British Petroleum strived significantly to keep the divisions of work growing and moving at a faster pace (Gerrish, 2016). These iconic leaders of the organization had laid a strong focus on capitalizing the exploration opportunities, and utilize the experiences of the BP employees to the maximum, to enhance the performance levels (DeNisi and Murphy, 2017). 
The new strategy followed at the British Petroleum was idealized on the fundamentals of consistency and stability in the performance levels and cumulatively develop a strong culture for assured development. The exploration strategies aimed at primarily removing several layers of management, including the layers of bureaucracy and simultaneously decentralize the decision-making procedure (Bititci et al.2016). In order to encourage the employees to be a part of the entire performance network, the company management had upgraded the performance metrics and revamped the developmental needs identification to encourage effective knowledge management and exchange of ideas. 
The shareholders and key stakeholders of the organization were highly focused on the areas of assured performance management, and engaged use of measuring metrics, to monitor the performance changes and improvements (Richards et al. 2019). Despite of having such a robust process of performance management, the upper management was highly concerned about the issues of company growth and progress in the later years after the global recession. It was noticed at one point of time that the company had faced a severe debacle in terms of mismanagement of the employees and the higher level management of the company (Smith and Bititci, 2017). 
It was complained that the higher executive were dishonest and biased in respect to employee treatments and had been indulging in missteps that tarnished the brand image of the organizations. Additionally, the company was facing oil spills and disasters and layoffs within the operations that further led to decline of the company, at large (Richards et al.2019). Having faced a stiff competition, the company had to face huge backlashes and had to play as a catch-up brand in to the market leaders. All these referred to the lacks in the performance management procedures of the company that led to the need of reformations in the developmental needs. 
Considering training and development to be an integral part of the entire operations at British Petroleum, the need to identify training and up gradation has been recognized. While identifying the training and developmental needs of the employees at British Petroleum, it has been found that the subordinate and executive employee levels need to maximum training and development to avoid mis-management (Armstrong et al.2016). The Training and developmental needs of the employee have been identified based on the below factors:
· Setting clear expectations and establishing goals to recognize training and developmental needs
· Consistently monitoring the performance levels
· Procure feedback from the upper and lower management
· Setting up a focus group
· creating personal developmental plans
· Identifying the needs to develop the Performance management plan 
Based on assessing the above aspects that have been taken into consideration to address the need to develop a performance management plan, the needs to follow a proper procedure are recognized. The creation of the performance management plan needs to be developed following the below steps to that will be suitable to the entire process at British Petroleum (Gerrish et al.2017). The key function of developing a performance management is associated with the actions of the  HR team of BP , who needs to analyze the situation at the company and finalize an appropriate action plan to conduct the process. 
· Determining the appropriateness of the training and development need
· Develop a draft of the final plan
· Reviewing each phase of the plan
· Implementation of the plan
· Assessing the progress and accomplishments of the plan
· Final inclusions 
[bookmark: _Toc28887324]Performance Management Action Plan
Position: Senior Executive, Administrative Officer and Executive 
Conducted by: Manager and Human Resource
	Key responsibility (from Job Description)
	Job Specification
	Standards of performance
	Ways of measuring
	Potential Outcomes
	Needs for improvements and kind of support required by the concerned professionals 

	Senior Executive 
	· Provides and end-to-end guidance to the executives before final delivery
· Ensures clarity and priorities in the specific job assignments 
· managing overall assessment of specific areas of work
· Guiding talent identification 
· Interactions with senior management 
	Proper ways of managing the executives

Dispersing the messages in the right way

Communicating effectively with the senior managers


Consulting and motivating the team members 
	Satisfactory feedback from the subordinates

Any kind of complaints on the approaches of the manager


Satisfactory staff feedback 




	Achieved Needs Improvement


Needs improvement 
	Supervisor support 


Senior management support 

	Administrative Officer
	· Provide secretarial support to the senior staffs
· Maintaining the entire administration of the workplace
· Support services to the managers and subordinates 
· Provide Reception services 
· Coordinate meetings 
	Administration is efficient

Advice provided is correct


Confidentiality is maintained 

Regular updation of information

Visitor management

Crowd management

Maintaining the decorum of the office

Ensuring minimal delays and disruption 



	Satisfactory staff feedback



Satisfactory visitor feedback


Proper management of back and front office


Zero complaints on administration



Efficiency in regulating the office operations 



	Achieved 




Achieved




Needs improvement




Needs improvement





Needs Improvement   
	Senior management 




Senior Human Resource staff

Executive Admin staff


Admin Team members 

	Executive 
	· Ensuring proper implementation of the core activities of the company
· Depends on the kind and specifications of the services 
· Effectively communicating with the senior executive team
· Delegating the right responsibilities to the right employee
· negotiations in business processes and contracts

	Assessment of the effective performance of the staff members

Staff feedback on the proficiency of the executive


Maintaining peace within the teams

Ensuring that the team members work in sync


Assuring delegation and proper accomplishments of the task after consulting with the senior executive team 
	Satisfactory feedback from the senior executive team


Performance levels and achievements of goals by the subordinates


Satisfactory feedback on delegating the jobs to the right personnel and achieving the same within stipulated deadlines 


	Achieved 







Achieved 
Needs Improvement





Needs Improvements 
	Senior executive team



Consultations with the HR team 





Senior executive and upper management


At times consultation with the hierarchy



From the above performance management plan, it needs to be stated that each of the segmented members of British petroleum have been identified to be given additional training and up gradations on the services of the company. This will lead to a reduction in confusion levels and encourage the members to engage in ethical operations and avoid mismanagement of the work. This process will not only benefit the company as a whole but also affect the individuals in consideration. It will certainly lead to further developments and prevention of mismanagement and allocations of resources to contribute to better production and brand sustainability. 
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In light of the above discussion, it needs to be stated that developing a performance management plan is integral to the operations of an organization. British Petroleum being a leader in oil and gas production needs to maintain a performance management plan to ensure efficient organizational operation. The report provides a recommendation on a suggested performance management plan that will suit the needs of the company. 
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