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[bookmark: _Toc133063505]Introduction 
This report is concerning the development of an employee and the performance of an organization. It will focus on different performance appraisal tools such as management by objectives, 360-degree feedback, assessment centre method, behaviourally anchored rating scale, psychological appraisal, and others. The effectiveness and a brief description of these tools will also focus on in this report. Lastly, there is a personal development plan that is also been included.


[bookmark: _Toc133063506]Performance appraisal tools and techniques 
Performance appraisal is a method of evaluating the performance of an employee working for the firm. A firm such as Primark uses performance appraisal to discover the contribution of the employees towards the growth of the company and thus reward the potential employee (Mishra et al., 2020). This is considered an important aspect for every organization as it can be a determining factor of the employee’s increment and promotion. It can effectively evaluate the employee’s skills and strengths. A few of the tools and techniques are mentioned below. Organizations can use different combination of tools and techniques to conduct performance appraisals, depending on employees’ specific needs and preferences. The key to effective performance appraisal is to ensure that the tools and techniques used are fair, objective, and aligned with the organization's goals and values. 360-degree feedback is one of the tool involves gathering feedback from various sources such as supervisors, colleagues, subordinates, and customers to gain a comprehensive understanding of an employee's performance.

1. Management by objectives 
Management by objectives is one of the performance appraisal methods. Here the leader or manager and the employees present in the organization identify, plan, and communicate an organized objective that they would be focusing on during an appraisal period together. Once the goal or objectives are been set the manager or leader as well as the subordinate frequently discuss the progress that is being made to monitor as well as argue about the feasibility of securing those goals. This performance appraisal method is been used to align the organizational goals with the employees working effectively. Here the objectives are been validated using the smart method to see that the objectives are specific, measurable, achievable, realistic as well as time-sensitive (Ngereja et al., 2020). Here once the review period is been completed the employees or workers are been judged by the outcomes or results. The most deserving employee is rewarded with a promotion or salary hike whereas the least scored employee is been transferred for training and development. this process of appraisal relies on the tangible as well as intangible aspects of the goal such as commitment, interpersonal skills and others. 
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2. 360-degree feedback 
360-degree feedback is a performance appraisal method that is multidimensional in nature. It would tend to evaluate an employee or workers by utilizing the feedback that is been collected by various concerned personalities or the circle of influence of the employee. These may be the manager, customers, peers, and direct reporters. This method will not only eradicate biases in performance reviews but would also help in understanding individual skills and competencies. This appraisal method has basically 5 integral components. The first component would be self-appraisals which would offer the worker a chance to have a look at their performance and know their strength and weaknesses. The second component is managerial reviews (Pugna et al., 2019). This is the performance review that is done by the manager. It is a traditional as well as a typical form of appraisal that is being followed in every organization. Employee ratings are awarded by the supervisors to the employee. The next component is peer reviews which moves out of the organizational context. The workers or colleagues get a unique perspective on the performance of the employee working. They can make the most relevant evaluator for the method. It helps in determining the ability of employees to work within the team as well as take initiative. This is an upward appraisal component where the reporters have a chance to review the manager. The last component is customer or client reviews. This is where the customer review on the output that is being generated by the employee is taken under consideration. This 360-degree feedback can increase the awareness of an individual concerning the performance and their impact on the growth of a firm.
3. Assessment centre method 
The assessment centre method is an appraisal method that could help a worker in getting a clear picture concerning how other individual sees them and has an impact on their performance. This method can benefit the employee by assessing their existing performance and also predicting the future job performance. During this assessment an employee is been asked to take part in a social simulation exercise such as informal discussion, decision making, role plays and others (Nielsen et al., 2019). These ensure the success in the role of the employee. Here the employee is been assessed in 3 major categories that are pre-assessment, during assessment and post assessment. the major advantage of this method is that it can improvise the knowledge of the participant and boost their thought process. this appraisal method can be tailored to fit different roles, skills as well as demands of a business. It could offer an inside of employees personality that is present.
4. Behaviourally anchored rating scale (BARS)
Behaviourally anchored rating scales helps in bringing out the qualitative as well as quantitative benefit in a performance appraisal process. this method tends to align employee performance with a certain behavior that is anchored to the ratings in numerical form. Each performance level on the bar scale is anchored by multiple of bar statements. This would describe the common behavior that a certain worker would exhibit frequently. The statement that is generated would acts as a yardstick or benchmark to measure the performance of the employee against the set standards that are in line with their role and job levels. the generation of critical incidents that would showcase the behavior of the employee at the workplace for certain critical situations are been edited into a common or typical format to remove any kind of redundancy (Minatogawa et al., 2019). Once the normalization occurs the critical examples are randomized and been assessed. The remaining critical situations are being utilized to create the bars as well as evaluate the employee performance.
5. Psychological appraisal
A psychological appraisal is also a kind of performance appraisal method that can be utilized by Primark. This is where the hidden potential of an employee is been highlighted. It focuses on evaluating the future performance of a worker rather than the past work. It is used to measure the 7 major components of the employee’s performance. Some of these components would be the intellectual traits, leadership skills, interpersonal skills, cognitive abilities, emotional intelligence, personality traits and other related competencies. Here qualified psychologist conducts different tests such as in-depth interview, discussions and others to evaluate the effectiveness of an employee (Rafiq et al., 2020). This is a complex process hence the quality of the result that is produced is highly viable and dependent on the situation that is taken under consideration while performing the psychological appraisal.


[bookmark: _Toc133063507]Effectiveness of tools used
In present days every organization has a performance appraisal system in order to evaluate employee performance. This performance appraisal system has clear objectives and attributes. it is accurate, valid, and reliable data that provides consistent insight for decision-making. Here there are standard and top-rated appraisal rules and procedures that are been followed. Performance appraisal system also requires less time and effort that is been included by the human resource department and an effective performance appraisal system can match the needs and demands of the organization the success of this system basically depends on the leadership and management quality that is present within the organization it can modernize the traditional method of evaluating the performance of an employee here frequently feedbacks are being collected and the necessary steps are undertaken (Malik et al., 2020). An appropriate performance appraisal system can help in providing consistent data in order to make a strategic decision for the organization. The data is been collected in accordance with the goals and aims of the organization. It can also help in doing succession planning for the firm it can enable a leader to get the best results and provide constant feedback about the performance of an employee. The need for training and development can also be analysed through these tools. It serves as a basis for workforce management in an organization. The employee’s strengths and weaknesses are also been analysed through these tools the work of the employee for the organization as well as their potential for future development is known through the system. This will also ensure the quality and efficiency of the employee’s performance (Fallucchi et al., 2020). There could be an emergence of positive outcomes through the application of performance appraisal systems in an organization. The real status and feedback about the performance of an employee in an organization and their contribution towards the growth of the firm can also be provided through various different tools and techniques of performance appraisal. it can tend to increase employee engagement as well as provide strong recognition and encouragement for the employee (Lăzăroiu et al., 2020). It can create a tangible path for an employee to grow in an organization system. it is also considered the best employee motivation factor which can help in improvising their performance overall.

[bookmark: _Toc133063508]Personal development plan (PDP)
	Developmental 
Objectives
	Priority
	Activities
to be undertaken
	Resources
	Target
Start Date
	Target
End Date
	Evaluation

	Effectively managing time and activities 
	This would be important in my upcoming future as it can help in prioritizing the tasks according to their importance. This would also help me in managing and focus on all the activities appropriately.  
	Scheduling, organizing activities, and following structured procedures.  
	Planning. Scheduling
Monitoring and controlling 
	28th February 2023
	28th March 2023
	This will be evaluated by the effectiveness of the activities that are performed. 

	Appropriate decision making 
	Decision-making skills are considered as important as they can help in handling any sort of situation and issue that could occur in the organization. 
	Involving in different exercises and activities. 
	Attention to detail, collecting information and data. 
	31st March 2023
	31st April 2023
	This will be evaluated by the outcomes that were generated after the decisions were made. 

	Developing critical analysis skills 
	Critical analysis skills can help in analyzing any situation or obstacle that could occur in the firm and thus evaluate its impact in the future. 
	Involving in group discussions and attempting to problem-solve. 
	Checklist, planning 
	1st May 2023
	1st June 2023
	By the outcomes generated after conducting a critical analysis of a certain situation. 

	Developing leadership quality 
	Leadership quality can help me in guiding and directing the team more efficiently. It can also help me in developing qualities that could help in my career. 
	Undertaking the role of leader in different group activities. 
	Leadership classes and tutors. 
	1st July 2023
	1st August 2023
	This will be evaluated with the help of feedback that would be taken from the team members. 

	Team building and collaboration 
	Team building and collaboration skills can help me in sharing the thoughts and ideas that I get whenever I am working in a team with other individuals. This can also boost my communication skills. 
	Participating in team building activities more frequently.
	Movies, board games, social activities. 
	1st August 2023
	1st September, 2023
	This will be evaluated with the help of the contribution that I give to teamwork. 






[bookmark: _Toc133063509]Conclusion 
This report is regarding the development of an employee and the performance of an organization. It has focused on different performance appraisals tools such as management by objectives, 360-degree feedback, assessment centre method, behaviourally anchored rating scale, psychological appraisal, and others. The effectiveness and a brief description of these tools have also been also focused on in this report. Lastly, there is a personal development plan that is also been included.
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