Individual report on:
„Development of a plan by meeting the identified personal development needs and expectations of individual employees in a chosen organisation“


	Student Name:
	Vivian Dimishkovska

	Student Number:
	2010776

	Module No:
	BMSW5102_LON

	Module Title:
	Developing Relationship and Workplace Achievement

	Lecturer:
	Nishi Ramsurrun 
















Table of content 
Executive Summary…………………………………………………………………3
Introduction…………………………………………………………………………...3
Section 1 Performance Appraisal…………………………………………………..4
 1.1 Definition………………………………………………………………………….4
 1.2 Performance appraisal techniques…………………………………………….4
     1.2.1 Management by objectives………………………………………………..4
      1.2.2 360 and 540 feedback…………………………………………………….5
      1.2.3 Individual pay related performance………………………………………6
Section 2 Evaluation of development vehicle in Sorted LTD…………………….6
     2.1 Introduction of the organization……………………………………………..7
     2.2 Evaluation of the employees in Sorted LTD……………………………….7
     2.3 Recommendations……………………………………………………………8
Section 3 Professional Development Plan…………………………………………9
Conclusion …………………………………………………………………………..10
References ………………………………………………………………………….11








Executive Summary 
This report will consider the nature of evaluation, its main objectives, the elements of the evaluation system, and their impact on employee motivation and performance. An evaluation of the appraisal system of Sorted Ltd will be conducted as well as recommendations for improvement based on the findings. MBO is a methodical and planned technique that enables management to focus on attainable goals. It tries to improve organisational performance by coordinating the organization's goals with subordinate objectives. Employees should ideally have significant participation towards defining their objectives, timelines for fulfilment, and so forth.
360-degree feedback is a ten-step process that includes defining the procedure's objectives, selecting the practice's theme, clarifying the receivers' level, developing the rating scale and questionnaire format, pilot testing, reporting pilot testing results, and final revised version and modification. (Rao et al., 2002). PRP looks to be a personalized method of payment that links all or a portion of the incentives to an individual's performance. It is based on performance evaluations, which are commonly referred to as performance appraisals. PRP has existed in numerous different forms for decades, including piecework and performance-based compensation.
 The report examines the different modern performance appraisal techniques and considers their advantages and disadvantages in relation to the chosen organisation. It also assesses employee development in areas such as customer service, problem solving, communication skills, and other areas of interest.


Introduction 

The performance of a company's employees is crucial to its market success. Each organization operates according to certain explicitly or implicitly set goals. Starting from the global goal (mission), they are decomposed into sub-goals and tasks at all organizational levels. It is critical for the implementation of the management cycle to check the extent to which these objectives have been met. When the human factor is subject to this verification, this is achieved through the personnel evaluation system. But in addition to being an approach to control, this system can also be used as a tool to motivate company employees.
This report will consider the nature of evaluation, its main objectives, the elements of the evaluation system, the different evaluation methods, and their impact on employee motivation and performance in Sorted LTD. 
Firstly, the author will consider evaluating theories, models, and methods by reviewing some literature. Secondly, an evaluation of the appraisal system of Sorted Ltd will be conducted. Thirdly, the Autor will create a development plan based on the individual development needs of the employees. Finally, the report will conclude with recommendations for improvement based on the findings. 

Section 1 Performance Appraisal

1.1 Definition 
Performance assessment (PA) relates to the method and techniques that businesses use to evaluate their workers' level of performance and offer them with feedback. This method may be utilized for developmental as well as administrative objectives. PA study examines the psychometric properties of evaluation instruments, the cognitive process and associated biases, and the social environment. Although payroll is a critical tool for personnel management, managers and employees are rarely satisfied with it. Thus, clearly defining the aims of the PA and responding to employee emotions are critical to the PA's effectiveness (Boswell and Boudreau,2002).
Employee assessment systems can be viewed as a barometer of an organization's human resource management quality. Not only is a well-designed and implemented employee assessment process vital for successful employee performance management, but it also provides significant information for other human resource management responsibilities (Kohli and Deb, 2008)
1.2 Performance appraisal techniques
1.2.1 Management by objectives 
Management by objectives (MBO) is a methodical and planned technique that enables management to focus on attainable goals and get the best results feasible with limited resources. It tries to improve organisational performance by coordinating the organization's goals with subordinate objectives. Employees should ideally have significant participation towards defining their objectives, timelines for fulfilment, and so forth. MBO entails continuous monitoring and feedback throughout the process of achieving objectives.
Drucker (2007) believes that managers should "avoid the activity trap," which occurs when they become so absorbed in their daily operations that they lose sight of their primary purpose or mission. Rather of relying on a few top managers, all managers should: engage in the strategic planning process to enhance the plan's implement ability; and implement a variety of performance management tools to keep the business on track.
The premise of Management by Objectives (MBO) is to ensure that everyone in the company understands the organization's goals, or objectives, as well as their individual roles and responsibilities in accomplishing those goals. The purpose of the MBO system in its entirety is to motivate managers and empowered workers to act to execute and accomplish their own plans, which naturally accomplish those of the business.
1.2.2 360 and 540 feedback 
360-degree feedback, sometimes referred to as multi-source evaluation, is a procedure in which an individual's performance is evaluated and feedback is provided by a variety of individuals, including their management, subordinates, coworkers, and customers. This is the most often used strategy and is more accurately referred to as 180-degree feedback (Armstrong, 2009)
The procedures used during 360-degree feedback development vary each organisation, depending on its components  and staff characteristics. Lepsinger and Lucia outline the stages involved in implementing a multi-rater feedback system, which include planning, explaining the procedure, choosing raters, creating, and disseminating questionnaires, and processing the surveys (Lepsinger & Lucia, 1997). Additionally, Ward(2004)  categorizes the process of implementing multi-source feedback into eight stages, including "observation, briefing, questionnaire completion, report processing, feedback, reflection, action plan, and altered behavior" . Rao and colleagues define 360 feedback as a ten-step process that includes defining the procedure's objectives, selecting the practice's theme, clarifying the receivers' level, collecting variables, determining the scope of the process and classifying the variables, converting inputs to task activities, developing the rating scale and questionnaire format, pilot testing, reporting pilot testing results, and finally final revised version and modification (Rao et al., 2002). As another possibility, Chivers and Darling (1999) define the multi rater feedback process as beginning with the receivers completing a survey regarding about themselves and concluding with training and an action plan.
540 Degree feedback is an extension to the 360 Degree feedback model because it assists organisations in surviving competitive market circumstances by obtaining the customer's perspective; this can assist organisations in orienting personnel toward high customer satisfaction. Customer perception data may assist a firm in acquiring a competitive edge or in developing a Unique Selling Proposition. Additionally, 540-degree feedback can assist in orienting the content of training modules and methods to ensure that employees achieve a higher level of customer satisfaction, which results in increased revenue, and in identifying problems that would not have been identified using traditional feedback systems.
540-degree feedback is an enhancement to 360-degree feedback. It contains all the features of 360-degree feedback method with the application of extra assessors in the form of participants like consumers or clients. It assists in detecting problems which was not achievable via 360-degree feedback or any other conventional feedback approach.
1.2.3 Individual pay related performance 
Interpreting PRP can be challenging when confronted with a variety of different and contradicting meanings. Essentially, PRP looks to be a personalized method of payment that links all or a portion of the incentives to an individual's performance. It is based on performance evaluations, which are commonly referred to as performance appraisals. Though this description effectively distinguishes PRP from other forms of payment, the notion of PRP is not novel. Indeed, it has existed in numerous different forms for decades, including piecework and even performance-based compensation at the top management level. Armstrong (1994) defines performance appraisal as the process of analyzing an individual's performance and then choosing the best suitable reward in relation to financial incentives. While this is the most typical method of PRP, it is critical to investigate other choices. Storey and Sisson (1993), for example, imply a greater emphasis on other parts of PRP, such as team compensation via group bonus programmes and company-wide profit sharing.

[bookmark: _Hlk90807853]Section 2 Evaluation of development vehicle in Sorted LTD
2.1 Introduction of the organization
The company operates as a cleaning agency, employing more than fifty cleaners around London, who are overseen by a management team consisting of six employees: two operation managers, two sales managers, and two supervisors, all of whom have managerial positions. Cleaning services are provided to commercial and private clients on a regular and one-time basis by the organisation, which specializes in cleaning services.

[bookmark: _Hlk90807928]2.2 Evaluation of the employees in Sorted LTD
An individual face-to-face meeting with each Manager is scheduled by the company's CEO once every six months as part of the company's performance review method. Everybody must fill the pre appraisal form, which is divided into two parts, prior to this meeting.

Pat 1 consists of the following topics:
This module consists of eight open-ended questions concerning the employee's performance during the last six months. The following are the questions that have been posed:
· Describe what you believe to be your most important duties and obligations, and on which you have concentrated your efforts during the last year.
· Make a list of your accomplishments from the previous year.
· What accomplishments are you particularly pleased with?
· Has the previous year been good, bad, or unsatisfactory, or anything else? Describe the reasons behind this.
· What would you like to have done better or what would you like to have done better in the past year?
· Is there anything that is interfering with your ability to progress at work?
· Is it possible for you to share your thoughts on your top priorities for the upcoming year?
· Is there any assistance or training you require or desire?

Part 2: The second section of the pre-appraisal form is a feedback form that must be completed by every employee in the organisation. On the day of the meeting, the feedback will be kept confidential. It is made up of three personal questions about the individual:
· What is the best course of action for (name) to take next?
· What should (name) refrain from doing?
· What should (name) begin doing immediately?

The real appraisal form is created by the CEO on the day of the meeting with the employee in question. It is divided into five major categories of feedback:

• Achievement of objectives 
• Overall performance in the previous year—areas of excellence and areas of opportunity
In the future, priorities and new objectives will be established.
• Plan for training and personal development 
• Additional remarks

2.3 Recommendations 
On the basis of the investigation into the evaluation technique used by Sorted Ltd, it has been determined that the organisation employs the 360-degree feedback assessment approach. Each employee is evaluated on the basis of feedback obtained from coworkers, the CEO of the firm, and their own personal expectations. Overall, this assessment approach provides a solid framework for developing a long-term growth plan for the people it evaluates. However, this strategy does not take into consideration customer input, which is a critical component of developing a structured growth plan for staff. In order for Sorted LTD to be successful, it is critical that they get recommendations for developing a 540-degree evaluation approach. Making the switch to this model will provide a clearer picture of the employee's development requirements in areas like as customer service, problem solving, communication skills, and other areas of interest and expertise.


Section 3 Professional Development Plan 


	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	Time Management 
	Very High
	Staff need to learn how to use and apply different time management methods by learning from a book or undertake course.
	 
Computer 
Time Management books 
Coach 
	01.2022
	03.2022
	Prioritizing tasks, meet deadlines 

	Communication skills
	Very high
	 Learn and practising active listening 
	Seminar 
Training sessions 
computer
	01.2022
	04.2022
	Communicate effective

	Problem solving 
	High
	Learn how to follow problem solving steps 
	Read books
Training sessions 
computer
	02.2022
	04.2022
	Ability to solve problems when first arise  

	Presentation skills
	High
	Be able to present efficiently information and new concepts 
	Power point 
Computer 
Training 
	02.2022
	04.2022
	Create a good presentation and present it well

	Emotional intelligence 
	Very High
	Undertake mindfulness course 
	Coach 
	01.2022
	02.2022
	Ability to control emotions 




Conclusion 
Professional growth of an individual's workforce is a continual process that manifests itself in changes in the workforce's quality. As a result, professional development is applicable to both the workforce and the person. These two groups have something in common: they are interrelated and conditional. Without a person, there can be no workforce. The link is the inverse - of all of man's traits, talents, and characteristics, his capacity for labour takes precedence.
This report critically analyzed the different modern performance appraisal techniques and considered their advantages and disadvantages in relation to the chosen organisation. By applying a professional development plan were considered some improvement areas for the better performance of the employees in Sorted LTD.  
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