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In this report I will delve into the importance of performance management and its crucial cycle. Also, I am going to focus on a new project within Metro Bank which will include five objectives to help achieving this project. Furthermore, I will define and evaluate three management techniques, each with its own unique set of key features. Last, I will outline a Personal Development Plan (PDP) tightly connected to the project. This PDP will incorporate different objectives that map onto the goal of the project. The project that I going to write, is about to develop a new training program for the employees and the management techniques that I will define and evaluate are 360-degree feedback, 540-degree feedback and Management by objectives (MBO). After doing all above, I will give to my report a conclusion and some recommendations to Metro Bank.
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Performance management is a comprehensive procedure withing organisations that encompasses tasks like planning, supervision, assessment, and the improvement of employee performance to synchronise with the aims and objectives of the organisation. (Pulakos,2014) Performance management serves as a tool for supervisors to observe and assess the job performance of staff members. (Tardi,2022) The aim of performance management is to establish a setting in which individuals can perform according to their capabilities while staying consistent with overarching objectives of the organisation. (Tardi,2022) This practice finds extensive application in both private and public sectors. An organised performance management system facilitates mutual understanding between managers and employees regarding expectations, objectives, and professional advancement. (Tardi,2022)
Key Characteristics:
· Performance management aims to optimize individuals’ performance in accordance with the organization’s objectives. (Tardi,2022)
· It considers individuals within the wider work environment and invites their participation in defining goals. (Tardi,2022)
· Performance management emphasizes responsibility, transparency, and a clear grasp of expectations. (Tardi,2022) 
· Instead of only relying on yearly performance assessments, performance management offers continuous feedback to staff members. (Tardi,2022)
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The performance management cycle is a framework that facilitates the realisation of organisational objectives by systematically enhancing employee’s growth. Advantages of adopting this approach encompass heightened competitiveness, enhanced adaptability, and greater employee drive. (Valamis,2021) The description of the performance management cycle involves four primary phases:
1. Planning: In the planning stage, success groundwork is set by the management team determining organizational and individual goals. This forms the basis for effective discussions with employees. When managers understand what employees need to achieve, they collaborate with employees to create a strategic plan. This collaboration is important as it boosts employee commitment to achieving specific objectives. (Valamis,2021)
2. Monitoring: In the performance management cycle, monitoring is crucial for achieving plan goals. Regular monthly or quarterly meetings between management and employees are recommended to ensure effective monitoring, help, solve problems, and adjust goals when needed. (Valamis,2021)
3. Reviewing: At the end of the year, management and employees meet to evaluate goal achievement, fostering collaboration. Active participation in earlier stages enhances motivation. If monitoring was effective, the management is already well-informed about the employee’s performance. The review assesses both outcomes and process itself. (Valamis,2021)
4. Rewarding: The final phase of the performance management cycle is the reward stage, crucial for sustaining employee motivation. Proper recognition and rewards for achieving organizational goals prevent demotivation and job dissatisfaction. Merit based rewards are essential, as they inspire employees to continue striving and discourage underserved recognition. (Valamis,2021)

Traditionally following a year-long schedule, culminating in a performance review, some organisations have discovered that more frequent evaluations enhance employee effectiveness. (Valamis,2021) One advantage of implementing a well-structured performance management cycle plan is an employee who is better attuned to the organisation’s goals, comprehends personal and broader objectives, and possesses a clear roadmap to attain their targets. (Valamis,2021) 
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In the process of 360-degree feedback, individuals gather input from diverse viewpoints, often through anonymous surveys or evaluations. This input can come from supervisors, co-workers, team members, subordinates, and external parties. (Indeed,2022) The objective is to offer a more comprehensive evaluation of an individual’s abilities, conduct, and performance, going beyond what their immediate manager might perceive. The feedback obtained usually addresses a spectrum of skills, such as communication, leadership, teamwork, and problem solving. (Indeed,2022) This feedback from various sources can reveal unknown weaknesses, areas for improvement, and strengths that the person might not recognize. It is worth highlighting that the effectiveness of the 360-degree feedback approach relies on an organizational culture that encourages support and transparency, alongside clear communication regarding feedback’s intentions and advantages. (Indeed,2022) For example, a positive and negative feedback for communication skills can be: 
· Positive: “This person possesses excellent communication abilities and had the capacity to help others comprehend the message with clarity” (Roslinlab, n.d.) 
· Negative: “This person struggles to establish effective communication with their colleagues, leading to numerous misunderstandings within the team” (Roslinlab, n.d.) 

Advantages of 360-degree feedback
· The 360-feedback system is a valuable tool for personal development. It highlights the differences between self-perception and how others see an individual, leading to increased self-awareness. This awareness helps in adjusting behaviour, identifying training needs, and improving effectiveness in current and future roles. (Beqiri,2026)
· Gathering feedback form various sources enhances its credibility and objectivity compared to input from a single manager. When multiple individuals concur with feedback, it is more likely to be accepted. (Beqiri,2016)
· Consistent feedback from multiple individuals acts as a driving force for the subject’s personal development. (Beqiri,2016)
· The organisation gains advantages as this feedback enhances both career development planning and its implementation. Additionally, this fosters the organisation’s commitment to employee growth, which in turn supports recruitment efforts and staff retention. (Beqiri,2016)

Disadvantages of 360-degree feedback
· Feedback might be contradictory, and it is difficult to determine which feedback is more reliable. (Beqiri,2016)
· In smaller organisations, the effectiveness of 350-degree feedback can be diminished due to the limited number of sources and decreased objectivity. (Beqiri,2016)
· It is advisable to steer clear of unclear questions, aa transforming their answers into measurable behaviours becomes challenging. Instead, opt for questions that provide the subject with actionable insights. (Beqiri,2016)
· Neglecting follow-ups can render the review ineffective, as individuals might not adhere to their development plans. It is recommended to conduct quarterly follow-ups over a span of two years, with the survey being reissued every six to twelve months. (Beqiri,2016)
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The 540-degree feedback is an employee appraisal method involving multiple assessors, including superiors, peers, subordinates, suppliers, and vendors. This approach collects input from all those interacted with during job responsibilities. (Zigu, n.d.) Furthermore, the 540-degree feedback system evaluates strengths and weaknesses, involving external appraisers like customers. It extends the 360-degree feedback and benefits customer-facing employees, enhancing overall workforce quality. (Zigu, n.d) The importance of this management technique is that complements the 360-degree model by incorporating customer perspectives, assisting organizations in navigating competitive markets and steering employees towards heightened customer satisfaction. In addition, 540-degree feedback method can also guide the customization of training content and methods, enabling employees to attain elevated customer satisfaction, resulting in increased revenue. Also, it aids in uncovering issues that traditional feedback systems might miss. (Zigu, n.d.) An example of 540-degree feedback can be: Customer feedback is essential for identifying and rectifying inconsistent or biased behaviour displayed by salespeople, which could lead to customer loss, damage to the organisation’s reputation, and revenue decline. (Zigu, n.d.)   The 540-degree feedback system is valuable in these situations, helping to uncover issues and allowing corrective measures, including employee actions. Recognizing exemplary employees is important, and customer input can be collected through questionnaires or ratings. For delivery executives, feedback forms can highlight issues like grooming and courteousness. (Zigu, n.d.)

Advantages of 540-degree feedback
· Employee feedback from suppliers and vendors enhances business relationships due to their close collaboration. (Zigu, n.d.)
· In case of competition, perspective of 540-degree feedback offers just that.
· Issues that elude conventional feedback approaches are pinpointed. (Zigu, n.d.)
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Management by objectives (MBO), leverages a company’s goals to establish clear directives for its staff. Employing this approach has the potential to enhance a company's effectiveness by defining common goals for both management and the entire workforce. (Indeed,2022) This method employs a management information system (MIS) to compare a company’s real performance with the established goals. The objectives identified through the management by objectives procedure are frequently ambitious but achievable. (Indeed,2022) During this process, companies emphasize individual development and accomplishments to stimulate employee drive and connect results with duties.  (Indeed,2022)

Steps of Management by Objectives (MBO)
· Determine organization goals: Establishing goals is not just essential for a company’s triumph, but it also serves a range of functions. It requires the involvement of various categories of managers in the goal-setting process. The goals determined by supervisors are preliminary, stemming from an analysis and assessment of what the company can and should accomplish within a defined timeframe. (CFI Team,2022)
· Determine employee objectives: In this process, employees are first briefed about general objectives, plans, and strategies. Managers then work individually with their subordinates to establish personal objectives, discussing targets and feasible goals within a specific timeframe and resources. This allows for a collaborative approach to align personal and organizational goals. (CFI Team,2022)
· Ongoing observation of performance and advancement: While the management by objectives methodology is crucial for enhancing managerial efficiency, it is equally vital for overseeing the performance and advancement of every employee within the organisation. (CFI Team,2022)
· Performance assessment: In the context of the MBO framework, the evaluation of performance is accomplished through the involvement of the relevant managers. (CFI Team,2022)
· Providing feedback: In the management by objectives strategy, the most important stage involves consistent feedback regarding outcomes and goals. This empowers employees to monitor and adjust their actions. The continual feedback is supplemented by regular formal assessment meetings, during which supervisors and subordinates can converse about the objective progress, fostering additional feedback. (CFI Team,2022)

Advantages of MBO 
· Enhanced communication between company executives and team members introduces clarity into the process of setting goals. (Akash,2023)
· Employees are more motivated to put forth their utmost endeavours in attaining the established objectives when those goals align with their skills and strengths. (Akash,2023)
· Employees develop a feeling of allegiance to the organization when their objectives are customised to match their abilities. (Akash,2023)
· Distinct MBOs assigned to various departments provide team members with a clear understanding of the route to achieve success. (Akash,2023)

Disadvantages of MBO
· Sometimes employees might perceive their sole objective as meeting the designated goals, potentially leading to the adoption of shortcuts that compromise the quality of their work. (Akash,2023)
· Employees experience pressure to push boundaries to meet goals within a specified timeframe. (Akash,2023)
· Management’s attention may shift away from other intangible elements such as work ethics, organizational culture, and opportunities for employee engagement. (Akash,2023)
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Development
Objectives
	
Activities to be undertaken
	
Resources
	
Start Date
	
End Date
	
Criteria of success

	
Improve communication to contribute to better collaboration and understanding among the team members.

	
Write and deliver presentations to colleagues for feedback, attend communication workshops and seminars. 
	
Presentation materials and training sessions.
	
Present date
	
2-4 months 
	
Achieve a 20% of improvement of presentation assessment and written communication. 

	
Be a Master of the latest software, enhances effectiveness in everyday activities.
	
Complete online training modules for the new software. 
	
Access to the new software, use guides for the software.
	
15th September 2023 
	
3-6 months 
	
Achieve a passing grade of 70% or higher in the software assessment.

	
Develop Leadership skills through participation in leadership workshops and taking on leadership roles in team projects.
	
Volunteer to lead small team projects to gain practical experience, practice active listening and conflict resolution techniques.
	
Leadership books with helpful information, team projects and opportunities to lead.
	
Present date 
	
6 months – 1 year 
	
Evaluate project outcomes and team dynamics in the competed projects. 

	
Improve customer service excellence 
	
Attend customer service training sessions, review customer feedback, and identify areas for improvement.
	
Customer service training materials, customer survey data and feedback. 
	
01st September 2023
	
01st February 2024
	
Receive positive feedback form customers at least 90% of customer interactions.

	
Amplify time management skills 
	
Utilize time management tools to track tasks and deadlines 
	
Time management resources or seminars, task management software or tools.
	
Present date
	
1 year 
	Monitor task completion rates and track the number of missed deadlines reducing the number of missed deadlines by at least 50%.
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In conclusion, the exploration of performance management and its cycle underscores its significance as a driver of organisational success. Metro Bank’s new project, aimed at developing a comprehensive training program, clarifies the commitment to employee growth and proficiency. The evaluation management techniques reveal the approaches available to optimize employee performance. As Metra Bank embarks on its new training program, a comprehensive Personal Development Plan (PDP) serves as roadmap for individual growth.
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Apart from the mentioned management methods, incorporating regular interactions between supervisors and staff members presents a chance for continuous improvement. This can effectively tackle immediate challenges and allow for modifications to the training program. Furthermore, beyond the short-term measurements of achievement, need to consider the extended effects of the training program on employee performance and job satisfaction. This thorough assessment can offer valuable perspectives on the program’s long-term efficacy. 
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