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Introduction
In HRM, an employee's worth and contribution to the work are evaluated in a performance evaluation. An impartial assessment of an appraisal system might assist a business in identifying any issues currently occurring in the workplace. The HR department will be able to deal with these issues more swiftly and efficiently as a result of this (Hedin et al, 2018). It aids the worker in determining the direction in which his or her career is headed. This study gives information on Amazon's HR department's development tools and methods. It will be discussed in further detail in the following sections. Individuals and the organization will both benefit from this evaluation, which will include performance appraisal methods as well as the outcomes of those assessments. A SMART structure for a professional development plan (PDP) containing five defined goals for Amazon will also be given.
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[bookmark: _Toc108570696][bookmark: _Toc108608044]Concept of Performance Management
A corporate management tool, performance management aids supervisors in keeping tabs on and evaluating the work of their workforce’s personnel. Performance management's purpose is to create an atmosphere in which employees can perform at their maximum level and provide the best quality work most efficiently and effectively. Some techniques and tools used in performance management include the following: employee performance reviews, KPIs, and dashboards for management. Organizations need to implement performance management strategies if they are to achieve long-term success and remain competitive.

[bookmark: _Toc108570697][bookmark: _Toc108608045]Performance appraisal methods in HRM
Employee value and contribution to the workplace are evaluated as part of the performance evaluation process in human resources management. Workplace issues may be identified by conducting an objective appraisal of an employee's performance. With this, the human resources department will be able to address these issues more rapidly.
Performance evaluations are intended to help an employee grow. Decisions on promotions, transfers, and terminations may be made more easily thanks to this tool. Human Resources (HR) departments have the option of conducting formal or informal performance evaluations (Khurana et al, 2016). Performance evaluations may be structured in a variety of ways depending on the needs of the company.
Human resource management's system of performance evaluation encourages friendly rivalry among employees. Employees may also use it to compare and develop their abilities. A company's yearly appraisals are the norm.
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· Graphic Rating Scale Method
To use this approach, personnel is evaluated based on their unique features. A company's decision-making and emotional stability, for example, may be used to assess an employee's capacity to balance the quality and quantity of labor.
On a scale of 1-10, employees are assessed on the degree to which they satisfy all of the requirements. The employee's total score is calculated as the sum of all of their scores. There are several advantages to using graphic scales; they are cost-effective, easy to build, and can be implemented rapidly. They also aid in achieving a certain goal more successfully. Individual perceptions have a major role when it comes to appraising certain situations (John, 2017). Inconsistencies in assessments might arise as a result of this. Furthermore, one's prejudices might come into play. Each character's traits and motivations must be as specific as possible.
· Ranking Method
That's why the title of this procedure is so descriptive. Using criteria established by the human resources department, the Human Resources team rates each employee. As a result, the top performers are listed first, followed by the lowest performers.
Employees may be ranked in many different ways using this easy system. Using a paired comparison ranking technique, workers are ranked against one another in pairs of two. All the time one employee has been chosen as the preferred choice over another is kept in the system. The top performer is the one that has the most preferences on their profile.
Ratings and grades may be used together. The highest-scoring workers are those that were evaluated on a scale from 1 to 10. Because of its simplicity, efficiency, and low time and financial investment, the ranking approach is recommended (Rubin et al, 2018). Personal prejudice and preference, on the other hand, may seriously skew an objective assessment.
· Checklist Method
A checklist is used to assess employees in this evaluation process. The HR department may choose from several elements to include on the checklist. Based on these parameters, the personnel is subsequently evaluated. Those checkboxes only provide yes/no choices for employers.
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In the checklist, items are rated numerically depending on how important they are to the project. In this way, the evaluation score is derived from the sum of all of these elements (Longenecker et al, 2017).
Behavior-based evaluations, for example, are carried out using a checklist. Having a pre-determined personality and behavioral markers is the key to this. An employee's performance is evaluated on whether they match these criteria.
The checklist technique makes it simple for managers to assess their staff since they just have to answer "yes" or "no." Additionally, it aids workers in receiving clear and precise feedback. However, creating a useful checklist and determining its weight based on the relative relevance of various elements may be difficult.
· Management by Objectives Method (MBO)
This approach to performance evaluation is regarded as one of the most methodical. The aim is to create specific goals for each person and hold them accountable for achieving them. Supervisors will assess whether or not the goals have been met at the performance evaluation.
This is a powerful assessment approach. There are no ambiguities about what is expected of the workers. In addition, it aids the business in establishing growth objectives and metrics. However, identifying and reviewing the goals takes a significant amount of time and work.
· 360-degree Feedback Appraisal
It’s a collective performance evaluation. Close subordinates are the ones who keep track of an employee's activities. Coworkers may be able to evaluate an employee's performance in a range of scenarios and conditions that the employer was unaware of. Multi-tiered feedback on a person may be obtained in this way to provide holistic, full-circle feedback.
One advantage of this strategy is that it removes the possibility of bias. Additionally, it fosters a culture of openness, self-improvement, and improved communication. However, to make use of this strategy, every business must first establish an efficient system and process.



6
· Human Resource Management (HRM)
One of the most prevalent forms of performance evaluation is the general performance assessment. A manager's primary responsibility is to establish and motivate the aims and objectives of his or her employees. As a result, the employee is motivated to reach their goals.
Setting objectives for an employee is an important part of management. After achieving the objectives, the employee reviews them and sets new ones (Sparrow, 2013). This is a year-long dialogue between the employee and the management. Development strategies and major areas of growth might also be recommended by managers.
· Technological Performance Appraisal
The employee's technology capabilities are assessed using this type of performance evaluation, and the technological talents are prioritized above all other talents that aren't directly relevant to the work.
Here, the emphasis is on the employee's ability to quickly learn and use new technologies, as well as how well-versed they are in the technology they work in.
· Sales Performance Appraisal
A salesperson's job is intimately tied to the company's finances. As a result, a company's sales are directly impacted by this kind of evaluation. Employees are evaluated here based on the income they generate for the business (Phillips, 2011). Employee performance is the emphasis here, rather than the employee's personality or behavior.
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[bookmark: _Toc108570698][bookmark: _Toc108608046]Benefits from Performance appraisal
With the "rank-and-yank" system, Amazon evaluates employee performance by ranking workers and terminating those with the lowest ratings (Mohd. Yusoff et al., 2019). To avoid losing the team members, they don't want to lose managers must be prepared to protect them. Managers are the ones who start 360-degree feedback meetings, but even then, the input is entirely open. Another problem with Amazon's feedback mechanism is that the input is completely anonymous. To utilize feedback as a weapon against others, it's quite simple to do so in this way.
Appraisal of performance enables you to provide both positive and constructive remarks. Employees may work with their management to create a training plan that will help them enhance their abilities (Elliot, 2014). When paired with a fair system of merit-based remuneration, it may be very motivating for workers. Amazon’s recruiting and induction methods may be monitored using these data. The management may also make decisions concerning promotions, transfers, and prizes based on the results of the performance evaluation system. Managers and employees both preserve records of their performance evaluations, making it possible to look back on these developments in the future. Employees who get frequent feedback on their performance are better able to map out a path for future advancement (Madhavi, 2019). Employers may evaluate how well an employee achieved their goals and make recommendations for the following quarter's goals.
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[bookmark: _Toc108570699][bookmark: _Toc108608047]Constructive Professional Development Plan
Planned skill and competence development helps employees stay on track with their professional aspirations by outlining what they need to work on and what they need to learn to succeed.
· Develop Tech Skills
Having a tech-savvy mindset can assist to secure a job in the future. It's the difference between browsing through TikTok and understanding how to make modifications. Even if certain jobs will never be automated, it's a good idea to brush up on your knowledge of new technologies that may come in handy in the workplace so that you don't feel left behind (Sharma, 2017).
· Develop Critical thinking
By seeing our own emotions through the eyes of a critic, we may avoid making quick judgments that are based on incorrect assumptions and prejudices. In the case of an online post, for example, our quick impulses may lead us to make a bad decision. Assumptions and prejudices may be placed into perspective so that we can make better judgments and take better action. When working alone, the ability to trust one's judgments is critical to one's ability to use critical thinking.
· Improve work-life balance
This is especially critical in a hybrid context. In 30 seconds or less, the gap between "home" and "work" is reduced, both literally and emotionally. You may find that the two combine, especially in a professional environment where you are always connected. Set reasonable boundaries between your job and personal lives. Think about how you replenish your mental batteries, and you'll be well on your way.
· Get creative
No matter how much progress is made, there will always be uncertainty in the future. Businesses and their leaders can no longer take anything for granted. An innovative response is required to global problems such as the current epidemic and challenges with the supply chain (Delargy et al, 2013). The ability to think beyond the box is critical to a company's success in today's competitive marketplace. Don't be afraid to try something new if you want to be taken seriously.

9

· Start networking
When it comes to developing a strong network, the more honest you are, the better. Older folks are used to being asked for their opinion and their network of contacts. If you're looking to connect with new individuals, online platforms such as LinkedIn might be helpful. One's reputation will grow as a result of the exchange of ideas, guidance, and support he provides each other.
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	Development
Objectives
	Activities to be
undertaken
	Resources
	Evaluation

	Develop Tech Skills
	Lifelong Learning.
Involvement in professional societies
Research.
	EdTech magazine, online courses
	Even if certain jobs will never be automated, it's a good idea to brush up on your knowledge of new technologies that may come in handy in the workplace so that you don't feel left behind.

	Develop Critical thinking

	Lifelong Learning.
Boost productivity at work.
New tasks and responsibilities have been added.
	EdTech magazine, Edutopia
	Assumptions and prejudices may be placed into perspective so that we can make better judgments and take better action.

	Improve work-life balance

	Lifelong Learning.
Boost productivity at work.
Methods for advancing one's career:
Competency-Based Instruction.
	LinkedIn, Facebook, seminars
	You may find that the two combine, especially in a professional environment where you are always connected.

	Get creative

	Boost productivity at work.
Competency-Based Instruction.

	Pinterest, Twitter
	An innovative response is required to global problems such as the current epidemic and challenges with the supply chain.

	Start networking

	Involvement in professional societies
Research.
	Pinterest, Twitter, LinkedIn
	One's reputation will grow as a result of the exchange of ideas, guidance, and support he provides each other.


[bookmark: _Toc108570700][bookmark: _Toc108608048]SMART Framework
Participants in the Performance Development Process Pilot Project are required to create SMART goals. As the name suggests, these are goals that can be measured and tracked to ensure that they are Specific, Measurable, Achievable, Relevant, and Time-bound.
	SMART
	Description
	Participant Assessment

	Specific
 
 
 
  
	To attain a goal, it is necessary to have a well-defined set of objectives. Both the activities to be taken and the outcomes anticipated are included in the objectives. 
	To what end am I aspiring?
Why do I want to do this?
How am I going to get there?

	Measurable
 
 
 
 
	Objectives are visible and quantifiable outcomes. It is possible to attain a larger goal by breaking it down into smaller, more manageable goals. 
	Is there a way to tell when the goal has been met?
What will be the yardstick by which I measure my progress? 

	Achievable
 
 
 
 
 
 
 
	Achievable goals may offer a learning opportunity for employees, but they can also be a source of frustration and stagnation (Cothran et al, 2019). 
 
 

	Do you think it's possible to achieve this goal?
What are the measures I need to take to accomplish this goal?
Is my knowledge, skills, talents, authority, and resources sufficient to accomplish the goal?

	Relevant
 
 
 
 
 
	There's a better chance of success if your goals relate to your group, boss, department, or company as a whole.
	In light of the objectives of my organization, is the goal relevant?
Is the goal related to my long-term goals or my unit's long-term goals?

	Time-bound
 
 
 
 
 
	A deadline, often known as a target date, is one way to measure progress toward a goal. As long as an annual performance review is conducted, goals may be established over a longer period while still being evaluated annually. 
 
 

	Is there a time frame for when the goal will be achieved?
When is the deadline for achieving this goal?
When will I be able to accomplish my goal?
When do I plan to begin and complete this task? 
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[bookmark: _Toc108608049]Conclusion
Evaluations of employee performance may assist firms in determining how effectively workers are doing their job obligations and where they might improve so that they are more closely aligned with the company's overall objective. It is possible to have an open discussion about expectations and objectives for the job by holding regular evaluations. Having a well-executed performance evaluation may lead to a more motivated and engaged team (Babar et al., 2020). For organizations, performance assessments are a great way to ensure that their employees are performing at their best.
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