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[bookmark: _Toc91883558]Introduction
Healthy relationships have displayed an increase of happiness that can reduce stress and improve health effectively. Building a positive relationship within the workplace helps in gaining better communication while getting along with others. Good working relationships can make the job more enjoyable while also contributing to the understanding of the team's strengths and weaknesses. In this study, evaluation of different vehicles such as 360-degree feedback, Management by objectives (MBO), 540-degree feedback, Individual Pay Related performance (IPRP) will help explain the effectiveness and identify the developmental needs for individual employees in order to meet the organisational success. Employees can get their own evaluation from a variety of factors when a 360-degree feedback method is implemented, boosting the individual's self-awareness. Thus, this can also aid in boosting the morale along with building confidence. Moreover, the usage of 540-degree feedback provides the viewpoint of the consumers, which can be another necessary aspect for the employees regarding the competitive market condition. 
In this study, a personal development plan also needs to be done to forecast the SMART objectives. The study will be based on Marks and Spencer, which is a leading British retailer that brings quality products to millions of consumers around the world. With the headquarters in London, Marks and Spencer sells clothing, food and home products (M&S, 2021). In the year 2021, the company employed over 69,000 people and in the previous year reported a revenue of approximately 9.17billion pounds (Statista, 2021).  
[bookmark: _Toc91883559]Evaluation of vehicles available to the organisation
Performance programmes focus on staff development and organisational operations, as well as meeting goals and objectives (Rees and Porter, 2015). 
360-degree feedback
According to Armstrong and Tylor, (2020) 360-degree feedback, also known as multi-source feedback, is a process in which a group of people evaluates someone's performance and feeds that information back to the individual. As stated by Chicu and Nedelcu (2017), the purpose of the 360-degree feedback is that it allows employees to provide more diverse perspectives based on the needs of the organisation. This is important in order to assess the needs of the employees and evaluation of the training programs put in place. Marks & Spencer allows personnel to register for the programs and the candidates can choose how they want to see their performance (Utegra, 2021). The process can help M&S to reduce the turnover rates of employees while increasing the retention rates accordingly. This opens the communication environment while allowing the employees to address their problems effectively. It also assists employees in developing self-awareness in terms of their limitations and strengths, as well as inspiring them to pursue self-improvement. The assessment typically includes the employee's manager, direct reports and the colleagues in the organisation. 
The benefits of 360-degree feedback are that it increases self-awareness and helps in building confidence while boosting up morale. The most effective process of this feedback is that it helps in understanding the effectiveness of the employees, co-workers and the staff members as viewed by others. This gives you feedback based on what other employees observe you doing. Disadvantages include the fact that it requires a lot of paperwork and is a difficult process because the feedback provided isn't always accurate or honest (Armstrong and Taylor, 2020). This type of feedback helps leaders to align themselves next to competition for success along with continuous learning, personal awareness and authentic team playing. Some of the popular application in the case of the 360-degree feedback includes “Upward feedback to your managers”, “360-degree performance appraisal feedback”, and “360-degree feedback survey for behaviour or leadership competencies”. M&S revealed that employees behave differently with their managers than with their colleagues, based on the findings of the study (Utegra, 2021).  
Marks & Spencer uses various types of this feedback in order to identify the massive amount of the perception. The concerned driver helps leaders to spot the ways by which the employees can improve their productivity in the workplace (Djunaidi et al., 2019). It increases the accountability and effectiveness of the professional development effectively. In conclusion the 360-degree feedback assists everyone in recognising his or her efficacy as an employee, staff member, co-worker or other role within the company.
540-degree feedback
By using this feedback method, employees' performance is evaluated using a 540-degree feedback system with a variety of appraisers. This includes peers, superiors, subordinates, self along with the suppliers and vendors and helps in improving the quality of the employees within the workforce. 

Figure 1: 540 Degree Feedback
(Source: Influenced by Henderson et al., 2018)

The formal assessment of the management can also be reviewed according to the performance of the employees with the help of this feedback in order to find the gaps and strengths and set performance goals. M&S may use the concerned process to examine the complexity and behaviour of large-scale big data systems using abstractions. This way, the company advises candidates to develop teamwork and problem-solving skills in order to improve the business awareness and internal environment (Target jobs, 2021). Thus, this helps in identifying the strengths and weaknesses while offering feedback and setting goals coherently. 540-Degree feedback serves as the basis for changing and modifying the effectiveness of the working habits in order to provide data to the managers while judging the job assignments. Therefore, it helps the organisation to improve the organisational performance and helps in developing the team effectively. 
The organisational feedback also helps an organisation to evaluate the performance and its employees and helps in surviving the competitive market conditions while getting the viewpoint of the consumers. According to Henderson et al. (2018), this strategy can identify problems that traditional feedback cannot. Furthermore, this aids in offering consumer perspectives as well as the necessary marketing conditions from a competitive standpoint. For example, if a salesman behaves differently toward customers and displays biases, detecting the problem is simple with the use of feedback.
Management by objectives (MBO)
Management by objectives (MBO) is a strategic approach that enhances the performance of the organisation. Francis (2018) argues that this helps in monitoring and evaluating the progress and performance of each employee as per the establishment of the objectives. In this case, the employees are involved in setting the goals of the organisation while deciding the actions needed to fulfil the obligations. Setting organisational goals is crucial for the company since it serves a variety of reasons and requires the participation of many types of management. However, as Okolocha (2020) exclaims, the objectives set by the provision and supervisors depend on the evaluation and interpretation of the company’s achievement at a specified time. 
The employees are given general objectives, strategies and plans, with the help of this process and the managers start working according to their subordinates in order to establish the personal objectives. M&S aims to deliver a net-zero value chain by the year 2040 and encompasses new commitments for reaching this purpose (Mace, 2021). The managers oversee the team in order to complete the tasks, and this is related to the standard of performance in this area. The process can aid in increasing the communication between the management and the employees within the company. 
This also aids in the monitoring of progress and performance, which aids in the increase of managerial efficiency. It is also necessary for monitoring the progress and performance of every employee inside the organisation. Furthermore, the most important part of regular feedback is the goal and the outcome, which allows employees to stay on course and make necessary corrections based on their actions (Islami et al., 2018). In this case, formal evaluation meetings performed help in calculating the progress of the employees considering the objectives of the organisation leading to major feedback. The following is an example of a performance appraisal based on the review procedure and the success of employees inside the organisation: 
MBO process

Figure 2: Management by objectives (MBO) process
(Source: Influenced by Amponsah-Tawiah et al., 2018)

The process helps employees to appreciate job responsibilities and roles that are specific for each employee according to their interest, specialisation and educational qualification. However, this often ignores the existing working conditions and ethos associated with the organisation as more emphasis results on the targets and goals. According to Amponsah-Tawiah et al. (2018), the process puts pressure on staff to achieve the management's objectives, aims, and growth in a consistent manner. It also provides employees with a clear understanding of the expectations where the supervisors set the goals of every member associated with the team along with the list of the tasks. However, in this situation, the managers place too much focus on objective setting and operational concerns in terms of generating success. Idowu (2017), on the other hand, claims that the process demonstrates the attitude and approach of every manager who is capable of handling management issues and imposing challenges in accordance with the relevant system.  This can occasionally limit the beneficial aspects of the supposedly agreed terms.

Individual Pay Related performance (IPRP)
Performance-related pay is a component of a performance management scheme that is seen as an effective appraisal system that supports the organization's management. Many attempts to implement performance-based compensation in the public sector in the United Kingdom have failed due to organisational culture and the issues they come with. Although they have become popular in most organisations, employees are more likely to place a higher value on the compensation aspect of performance (Rees and Porter, 2015).
Pay is no longer just a cost of recruiting necessary labour as a management tool; it's also a way of matching a company's one-of-a-kind asset – its people – with the company's strategic direction. The organisational strategy must be reflected in pay strategies, systems, practises, and processes (Armstrong and Taylor, 2020). The incentive system is made up of financial and non-financial rewards that are influenced by company and HR objectives. Performance management is used to guide performance or contribution pay decisions in a company, and it plays a significant role in supporting non-financial rewards.
According to Kuvaas et al. (2018), companies often adopt the procedure in order to respect different actions, which may include improving the relationship between individual reward and performance while formalising the culture inside the organisation. The concerned method can assist M&S in boosting employee performance while increasing efficiency and goal planning for the optimum pay raise.
Marks and Spencer can re-establish and reshape after the pandemic period in order to grow sustainably using the framework. The company-adjusted profit before tax and the clothing sector related to the company has heavily influenced the effectiveness of the stock market and have an online growth of 50% (M&S, 2021). Thus, this helps the organisation to achieve better performance and results in developing the profit-related pay. Therefore, the aim is to motivate employees to perform better and receive rewards as a benefit of this. Performance-related pay could also demotivate employees if the set goals are unachievable (Rice and Malen, 2017). 
Professional development plan (PDP)
A professional development plan is an action plan that can be used to establish the individual goals that a corporation wishes to achieve in order to set priorities. This aids in the setting of deadlines as well as the development and identification of opportunities and threats. In HR, the PDP process aids in the creation of goals as well as the communication process with employees, ensuring the growth of a skilled employee.
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Criteria for Success

	To lower the employee turnover rates by 20%
	Improve the employee retention strategies by hiring the employees who are fit for the role. This can also be done by offering the ability to grow in the organisation and getting the encouragement to grow apparently.
	Proper screening needs to be done in order to hire the right people
	Optimising the utilisation within the workplace while hiring the right people can help in lowering the turnover rate
	10th December 2021
	10th August 2022
	Maintaining success criteria while developing well-trained employees can improve its satisfaction rate while increasing the retention rate of employees effectively

	To improve the structure of feedback by establishing the objectives of the organisation 
	The company need to focus on the requirement and the opportunities of the feedback in employees that can help in establishing the objectives and goals of the organisation. 
	Ensure the requirements and the weaknesses within the organisation. 
	Regular comments and adhering to the key objectives of the organisation while questioning the employees can help in increasing the structure of feedback 
	11th August 2022
	11th November 2022
	Understanding the responses and analysing the requirements of the feedback can help in improving the structure. 

	To hire well-motivated and well-trained employees in order to fulfil the goals of the organisation
	Better strategies of training need to be adopted as per the requirement of the organisation. This can be done by analysing the goals of the workplace and the needs of the employees as per the requirement within the same. 
	The best-fitted employees’ needs to be screened out as per the objectives and goals of the organisation
	A regular survey of employees needs to be done while validating the essentials at work. 
	12th November 2022
	12th May 2023
	Respectfulness and honesty can aid in developing and supporting the managers to gain well-trained and motivated employees. 


Table 1: PDP plan
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[bookmark: _Toc91883560]Conclusion
The above report concludes that various vehicles, such as 360-degree feedback, 540-degree feedback, Management by Objectives (MBO), Individual Pay Related Performance (IPRP), and others, are effective in satisfying and identifying developmental needs for both organisational success and individual employees. The study emphasises the effectiveness and improvement of employment and provides appropriate solutions for improving it inside the company. M&S employs 360-degree feedback to gain a better understanding of personnel management and to identify the benefits and drawbacks associated with it. The incorporation of the relevant frameworks might assist the organisation to enhance its internal interaction with its personnel. The adaptability and relevance of other frameworks, as well as their usefulness in terms of the organisation, were recognised, and they can be used to identify employee requirements in order to address them and improve both their and the company's performance. As a result, the report aids in the analysis of the mentioned vehicles' enhancement and efficacy from an organisational perspective showing that in M&S, performance reviews are carried out with the participation of management.
[bookmark: _Toc91883561]Recommendations
Focus on the quality and not the price
The company needs to focus on the quality of the products and not the price as it can help to get more consumers within the organisation (Asma et al., 2018). The company can produce a product that will facilitate the growth of value in accordance with effective brands and the organisation as the business grows; the turnover of the employees can also be reduced, as the company will be able to increase its business effectively. Competitive pricing needs to be set while focussing on the quality of the products. This can help in establishing the products of the consumers while developing loyalty at the same time. As a result, quality can be recommended to engage employees while also motivating them to improve their productivity and performance in line with the organization's goals.
Technology to engage staff
The organisation needs to improve their technology components so that they can keep their employees while boosting their productivity and customer engagement at the same time being inspirational and inventive. The company also needs to implement technology in order to increase its sales strategy both on their online and offline platforms (Tsay et al., 2018). Marks & Spencer has used AI supply chain technology in its food stores, and the corporation is utilising both machine learning and AI technology to improve supply chain management and reduce waste (Farrell, 2021). This can aid in the development of employee performance as well as the success of the organisation. This can encourage collaborative work while providing real-time appreciation to the employees. Furthermore, this can assist in upskilling and fostering employee recognition while successfully offering the essential resources and tools. As a result, the organisation must boost team engagement while also developing team management by engaging employees and upgrading technology in a coordinated manner.
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