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Questions Response
1a. Employee development programs refer to various ways and initiatives developed towards improving the broader skills of all the employees in an organization. The broader skills are interpersonal, and the development process occurs for a specific period of time, and a more reliable and holistic approach is used. The primary aim of the development programs is to increase productivity as well as engagement of the employees. An appropriate example of development programs in education advancement programs and engagement in research. On the other hand, an employee training program enables an employee to learn through training specific skills that are as per the organization they are working in, for example, training to know how to operate large machinery. The primary aim of employee training is performance improvement. The two concepts mentioned above differ in terms of financing, where employee development is more expensive.
1b. Training programs can be used to strengthen the specific skills of employees. Every employee of a specific organization is hired on a merit basis. Based on the aforementioned concept, employee training programs help reduce the weaknesses of an employee hence boosting their personal development. Every organization requires an employee with proper communication skills (Haugen et al., 2019). Based on this aspect, training programs can be used to inculcate an employee’s communication skills and support their development.
1c. Training and development support career planning in various and unique ways. The aforementioned programs provide for self-satisfaction and belief that helps to build an employee’s confidence. For an employee to have a high productivity rate, they have to have confidence in themselves, and the training and development prove effective in such cases—training and development support career planning by acting as long- and short-term interventions of an organization. The programs build an employee’s ability, experience as well as motivation, increasing their functionality and productivity. 
2A. A performance management system mainly focuses on making appropriate interventions and helping an employee to be a better person and boost their general productivity, whereas an annual performance appraisal focuses on evaluating the performance of an employee in a period of one year. Moreover, the performance management system looks at the goals and vision of an employee, while the annual performance appraisal looks at the feedback of the employee’s performance. The negative impacts of poorly performed appraisals include morale decline, termination of the employment contract, resignation of the employee from the job, increase in legal risks, as well as lack of job satisfaction by both the employee and employer. An appropriate example explaining the aforementioned concept is where the morale of the employee decreases since she feels regardless of the effort he/she makes, the results will still be negative. Balancing between positive and constructive feedback provides for brainstorming and the development of effective and reliable improvement policies.
2B. Last year, I was working in a food stall to determine the general performance of all the employees. For the process to be free and fair, the firm invited external evaluators who were required to go through the job’s record and developed a performance report. I felt that the exercise was carried out in a free and fair manner. Moreover, the external evaluators carried out their work without fear of favor, intimidation, or contradiction. My performance goals were established through the detailed evaluation report where the employee was handed one copy and the employer one copy (Haugen et al., 2019). The feedback was an ongoing process that was carried out regularly. The factors made me focus on working to improve my weaknesses, and the positive feedback motivated me to work excellently.
3A) The first step in preparing for performance feedback as an employer is setting valid objectives that are as per the organization's goals. The setting of objectives will be effective in adhering to the organization’s set goals. The second step will involve notifying the employees regarding the forthcoming performance feedback session. Another crucial step that I will undertake will be requesting a self-assessment sheet from the employee. The employee’s self-assessment form will help me in diversifying the feedback in a manner that the employee will be motivated rather than undermined and less considered. The final process will be organizing a performance review meeting for brainstorming on what is expected of the employee and congratulating him/her where necessary. Sources of data that I will consider in performance feedback are direct observation and using questionnaire forms. Feedback and evaluation will be conducted through an in-person meeting.
3B as an employee, the first step in preparing for a performance evaluation meeting will be gathering basic information regarding how the process occurs and the most likely question for mental preparedness. I would also prepare a detailed list of what I feel that I have accomplished in the organization and the impact I have not only on jobs but also on other employees. As part of the preparation process, I would formulate personal goals that are in line with the companies’ goals (Haugen et al., 2019). This aspect will show that I consider and prioritize the achievement of the organization. Finally, I would prepare myself physically through proper grooming and physiologically.
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