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1. Executive Summary
This report is about how companies need to move away from the traditional method of performance management as it is now outdated. Many problems occur when using the original method of performance management such as yearly appraisals can become useless as employees may have new targets, they want to achieve every month but cannot mention to managers until the annual appraisals. The updated method helps employees gain a relationship with management as they can get regular feedback of management this would help the company as a whole.



















2. Introduction
2.1. Report Remit

This report will deliver a business report that makes a case for altering from the existing conventional procedure to a more contemporary method to performance appraisal.  This report will offer recommendations on how the head of CoE should approach and implement the new procedure while using change management techniques. This report will also be written for stakeholders in a large organisation.

2.2. What is performance management?
Performance management began because organisations required a reasonable way to decide rewards; by assessing employee's performance, they had obvious requirements for who obtained bonuses or salary increases. However, the structure is now outdated, organisation will still determine pay by performance but it's not the only driver for compensation (Anderson, 2016).  New tools have been created that were not accessible during the layout of most Performance Management programs running today. Furthermore, new research on motivation and rewards has discredited numerous amounts of the widespread foundational assumptions of performance programs. Together, these alterations have increased inquiries about the position of Performance Management, its intentions, strategy, administration, and efficiency (Freifeld, 2012).
The purpose of performance management can be defined as a method by which companies establish targets, determine guidelines, allocate and assess work, and distribute rewards (Varma and Budhwar, 2008). As result, it is used to improve organisational, group and individual performance and progress, including activities intended to guarantee that aims are constantly being met in an operative and well-organised way (McMahon, 2013).
Performance management, for the organisation’s objectives, involving the evaluation and growth of individuals at work, has surfaced as an essential element of today’s operational organisations. In a progressively competitive work atmosphere, organisations essentially need to receive the greatest out of their human resources if they are to survive. The failure of numerous organisations to do just that creates significant and complex issues regarding overall management expertise and the absence, or faulty procedure, of performance management and appraisal type structures (McMahon, 2013).
Organisations have not resolved the corporate problem of maximising human performance; therefore it means there is a requirement for performance management. particularly if an organisation consider that people's performance is crucial for better company performance. But organisations need management who are concentrated on improving performance not just assessing it (Anderson, 2016).
Regardless of the implications with performance management, numerous organisations are cautious to alter their existing methods, fearing the disruption that change creates and the possible costs. Change is worth deliberating because, as Deloitte found, performance management might be costing the organisation a huge amount of money without providing adequate value. Furthermore, the costs of bad confidence and absence of commitment that results from an inadequately implemented procedure may be immeasurable. Organisations are continually looking for performance developments and needing a strong performance management method is a wasted opportunity to assist employees to perform to their ability (Hanson, 2019)

The achievement of performance management procedures in any organisation varies upon the dedication and participation of the various stakeholders like top management, line managers, employees and the HR specialists (Juneja, 2016).
The top managers play a lead in the whole procedure by establishing trends for the lower tier and performing as role models for the employees. Their task is to shape guidelines that guarantee effective management of performance in an organisation and to identify and act upon the underlying principles linking to performance. Top managers are supposed to create a high-performance culture in an organisation by ensuring the employees are told about their improvement towards the success of targets and indicating helpful behaviours for non-achievement of performance (Juneja, 2016).
The line managers or the front line management perform an extremely vital position in executing and passing the HR procedures. Therefore, the management needs to make sure that the line managers have a correct mindset for performance management methods and similarly have the correct skills for implementing it (Juneja, 2016).  Various managers need the required skills for assessing the performance of the employees, providing guidance and discovering targets along with them.
The employees have a crucial position to play in the performance management system as the whole procedure rotates around them. They play a part in devising performance contracts alongside their line managers and partake in 360-degree evaluation programs.
2.3 VUCA Background
According to Nathan Bennett and G. James Lemoine (Harvard Business Review, 2014) VUCA short for Volatility, Uncertainty, Complexity, and Ambiguity is an organisational acronym that was invented from the United States Army War College explaining the circumstances stemming from the Cold War. Ever Since then, it has been implemented by companies in various businesses to explain their greatest substantial tasks 
VUCA establishes the platform for managing and leading. The detailed meaning and significance of VUCA regularly correlate to how individuals perceive the circumstances under which they produce conclusions, plan forward, manage hazards, adapt to change and resolve difficulties (Abidi, 2015).
In a VUCA environment, there are more adjustments at a quicker rate of alteration, and the amount of the adjustments could be very impacting which could be labelled as disorderly (Thoma, 2016).
Business managers have been getting ready for the VUCA environment for years. Though nearly all of the original work was performed by the military and in counterterrorism, VUCA development has been a component of an organisational procedure like supply chain and risk management for years. Several organisations have also started altering their leadership development style to tailored to the VUCA environment. Sadly, no one in recruiting, retention, skill development, compensation, performance management, has considered this tactical dilemma. As a consequence, you cannot be tactical in talent management, Human resources (HR) unless you can handle and flourish in a VUCA environment (Thoma, 2016).



2.4 Rationale
Performance Management will stay a crucial element in guaranteeing organisational success. Though, in numerous cases, throughout the time it has developed to become slightly more than a organisational burden, offering little value of chances for improving and enhancing employee performance (Thoma, 2016).
Many industries leading businesses offer the proof to demonstrate that a refurbishment of outdated techniques can guarantee outcomes of continuous success in performance management. There has been a large quantity of support to indicate that the older and conventional techniques of performance management have grown to be overused and obsolete in assisting to encourage employees to endeavour towards enhanced performance. Employees want to participate more, benefit from frequent feedback, open a discussion and be a component of constant learning curves. These are objectives that the previous techniques of appraisal battle to facilitate, making them essentially unsuitable for objective (Think People, 2020).
Implementing a new agile workplace is of vital significance in executing a positive adjustment in the performance management paradigm. Many success reports illustrate what a more agile workplace could involve (Think People, 2020).
·  
The development of the target setting is a crucial zone in which adjustments are being produced. Formerly, aims and goals were being set occasionally and were frequently too inflexible. Currently, increasing developments are noticing progress towards a dynamic objective-setting procedure. They will be established and evaluated more regularly than in the past when it was ordinary to be set annual aims. This suggests they can be modified more easily and simply in response to alterations in organisation goals (Think People, 2020).
·  
The benefit of agile in the workplace is that it would be more adaptable and forward-thinking than earlier methods. Company objectives might be altered and across applying a new vibrant, flexible method, specific objectives can be re-adapted simply and efficiently. This creates a new simplified link between individual, team and business objectives- increasing company performance. An additional advantage rests with group interconnectivity, which is supported too; improving both workplace confidence and insight of the person's connection to group success and general employee engagement (Think People, 2020).

If organisations do not decide to change their performance management as it is not helping the development of a company this could result in a negative opinion as employees may find it difficult to work within a company that does not have any structure when it comes to appraisals or employee engagement. This could result in the company having a bad name as it shows they do no have concerns for their employees. Various other organisations may have better performance management which could, therefore, entice employees to look for a new job where there is a better structure.

2.5 Aim and Objectives
2.5.1 Aim
This report aims to describe why it is vital to change an organisations performance management programs from the traditional scheme to the updated program, which is a better approach for effective performance management.
2.5.2 Objectives
1) To provide secondary research to demonstrate how numerous organisations are now updating their performance management and no longer using the traditional style as the updated style is more effective for many organisations.
2) Establish suitable methods that organisations can use for performance management.
3) To provide recommendations for the head of CoE on how to approach new techniques to use to change the current performance management style.


3.0 Literature Review
Numerous sources indicate that performance appraisals were developed by WD Scott in the early 1900s. Even though this was the earliest recorded use of performance appraisals, though, WD Scott’s method was not a recognised idea, and the concept was not used until the 1950s, official performance appraisals were much more generally known, with businesses using personality-based systems for measuring performance (Brooks, 2016).
Recently performance management has developed much more, with numerous businesses getting rid of the traditional performance management in benefit of a new equal performing environment. Performance management has improved due to systems that search for various feedback resources when evaluating a member of staff’s performance this is identified as 360-degree feedback (Brooks, 2016). As technology is providing companies with more flexibility, a majority of businesses are acknowledging the value of an excellent organisational culture. Brooks (2016) believes that good performance management will continue to alter, and individuals who lead an organisation will resume having better feedback on how employees should be assessed.
Each HR employee in an organisation should be supported and recognise the structure. HR can play a part in a vital position in working with company heads to make sure that the company strategy was conveyed positively and straightforwardly, and Goal sheets are supported to provide optimal company outcomes. HR's understanding of organisations should be in a situation to push back company leaders in case the departmental, individual goals are not discovered to be affiliated to the general organisation aims. Knowledge of business also facilitates an HR employee to hire a more knowledgeable individual for the position, play an essential part during performance Management and Talent discussions (Chowdhury, 2017)
The average pricing models for performance management methods are pay-per-user, pay-per member of staff and pay-per-appraisal. Costs vary from £3 to £10 per user or employee with setting up fees starting anywhere from £800 to £2,000 (Clear Company, 2020).
A badly executed performance management system puts pressure on executives. The typical manager spends 210 hours a year on performance evaluation events, typically throughout a yearly appraisal. The substantial sum of time and power devoted to performance management is amplified if the performance management system is not delivering the advantages that arise from a well-implemented system. Unless supervisors check in with members of staff frequently, a discussion at the remainder of the year might demonstrate being ineffective. Constant performance management is time and cost-effective, and it delivers ideal outcomes (Kettner, 2017).
Without performance management companies would miss out on implementing methods to benefit employees. Without performance management, there would be a lack of employee engagement. For example, if a performance plan was not understandable staff members are unsure about how their work contributions help the organisations. Without using performance management employees may gain low self-esteem because performance management systems that have no structure are more likely to make employees react, for instance, employees will only hear from their managers or bosses when they have done something wrong instead of getting praised for doing something right.  Employees that gain low self-esteem are more likely to dislike management and also the organisation as a whole (Kettner, 2017). 
There are many reasons why the traditional method for performance management is ineffective compared to the updated version, for example, the traditional method would provide annual feedback. The main issues with end-of-year appraisals are a propensity toward recency prejudice on the role of the manager and apprehension on the element of the employee. Managers tend to concentrate on the employee's performance around the previous few months instead of taking the whole evaluation phase into relation, which weakens the effectiveness of the evaluation period. The updated style of performance management delivers incessant feedback. Performance management uses usual check-ins on employees. – managers deliver productive feedback to staff members and conversely, which supports the employees a whole. Consistent feedback also makes an end of year appraisals and salary discussions additionally effective, as both sides can reference information throughout the year (Jones, 2018).
Many organisations have changed their performance management style since the traditional method became updated for example, Adidas walked away from the massive performance management of 80 questions. Adidas now concentrate on a feedback loop for their members of staff and have comprised customer experience in it. They now provide regular questions that take 10 minutes to finish. These questions are text and rating from 1 to10 which is centered and dedicated to individuals and the Customer Feedback (Chakraborti, 2016).
An additional company that decided to change their performance management was Deloitte. This organisation is an accounting firm and the globe's biggest professional services firm. The corporation has around 244,000 members and has its operational head office in New York City, US (Marr, 2020).
Deloitte recognised that the performance management procedures consist of compelled ranking, inflexible rating systems, and yearly appraisal procedures that are harming employee engagement and distancing high performers. Deloitte estimated that the performance management procedures which involve finishing forms, conducting conferences, and producing ratings consumed up to 2 million hours each year. As an alternative to wasting time and on unsuccessful performance management procedures Deloitte chose to abandon the yearly assessment cycle and change it with constant advice and coaching (Marr, 2020).

3.1 Conclusion
To conclude this report demonstrates that performance management is vital for many organisations. If companies use the traditional method of performance management, they will be stuck with an outdated version which is unlikely to help the company as the traditional method performs annual appraisals which won't help employees sets aims and achieve them. The updated style cares about employees more as managers perform regular feedback which can help 
4.0 Recommendations
The organisation needs some improvements in its performance management program. First of All, I would recommend that the company should recognise how useful the updated version of performance management is, as the updated style will help the organisation as a whole when it comes to helping employees achieve their aims.
Secondly, I would like to recommend that the company should use employee engagement when it comes to performance management because if you show employee praise when doing something well this will drive them to be the best of their ability.
Thirdly I would recommend that the company get rid of yearly appraisals as they are ineffective, instead, they should provide regular feedback to employees as they are more likely to complete the feedback they have been given.
I would also recommend that organisations look at performance management theory’s that they could implement into their organisations. The models they could implement could be Lewin’s model (1951) and also Kotters 8 step model, Crail, 2007. 
Another recommendation I would give is employees receiving questionnaires or feedback forms for employees to give their opinions so the company can take it into perspective.
 Finally, I would recommend that employees and managers converse with each other and give opinions which may help the organisation to resolve any problems that may occur.

5.0 References
[bookmark: _GoBack]Abidi, S. (2015). VUCA COMPANY. 1st ed. Mumbai: JAICO Publishing House. 
Anderson, C. (2016). FINDING THE RIGHT PURPOSE FOR PERFORMANCE MANAGEMENT. [online] Rework. Available at: https://www.cornerstoneondemand.comg/rework/finding-right-purpose-performance-management [Accessed 10 Jan. 2020].
Bennett, N. and Lemoine, G. (2016). What VUCA Means for You. [online] Harvard Business Review. Available at: https://hbr.org/2014/01/what-vuca-really-means-for-you [Accessed 8 Jan. 2020].
Brooks, S. (2016). A Brief History of Performance Management - The People HR Blog. [online] The People HR Blog. Available at: https://www.peoplehr.com/blog/2015/03/25/a-brief-history-of-performance-management/ [Accessed 10 Jan. 2020].
Chakraborti, R. (2016). How organizations have changed their Performance Reviews. [online] Linkedin.com. Available at: https://www.linkedin.com/pulse/how-organizations-have-changed-performance-reviews-chakraborti [Accessed 10 Jan. 2020].
Chowdhury, S. (2017). Changing the role of HR in VUCA Times. [online] Linkedin.com. Available at: https://www.linkedin.com/pulse/changing-role-hr-vuca-times-subir-roy-chowdhury [Accessed 10 Jan. 2020].
Clear Company. (2020). A Complete Buyer’s Guide to Purchasing a Performance Management System. [online] Available at: https://info.clearcompany.com/hubfs/Buyers%20Guides/Performance-Management-Complete-Buyers-Guide.pdf [Accessed 10 Jan. 2020].
DeNisi, A. S., & Smith, C. E. (2014). Performance appraisal, performance management, and firm-level performance: A review, a proposed model, and new directions for future research. The Academy of Management Annals, 8, 127-179.
Freifeld, L. (2012). Does Traditional Performance Management Work?. [online] Training Magazine. Available at: https://trainingmag.com/content/does-traditional-performance-management-work/ [Accessed 10 Jan. 2020]. 
Hanson, R. (2019). PERFORMANCE MANAGEMENT THAT MAKES A DIFFERENCE: AN EVIDENCE-BASED APPROACH. [online] Shrm.org. Available at: https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/documents/performance%20management.pdf [Accessed 8 Jan. 2020].
Jones, K. (2017). Traditional vs. Agile Performance Management | Reflektive. [online] Reflektive. Available at: https://www.reflektive.com/blog/agile-performance-management/ [Accessed 8 Jan. 2020].
Juneja, P. (2016). Performance Management and Reward Practices. [online] Managementstudyguide.com. Available at: https://www.managementstudyguide.com/performance-management-and-reward-practices.htm [Accessed 10 Jan. 2020].
Kettner, G. (2020). 7 Risks of Poorly Implemented Performance Management Programs | GovLoop. [online] GovLoop. Available at: https://www.govloop.com/community/blog/7-risks-poorly-implemented-performance-management-programs/ [Accessed 10 Jan. 2020].
Marr, B. (2020). Deloitte - Reinventing Broken Performance Management. [online] Bernard Marr. Available at: https://www.bernardmarr.com/default.asp?contentID=1058 [Accessed 10 Jan. 2020].
McMahon, G. (2013). Performance Management: Chapter 7 in Human Resource Management. [online] Arrow.tudublin.ie. Available at: https://arrow.tudublin.ie/cgi/viewcontent.cgi?article=1018&context=buschmanbk [Accessed 7 Jan. 2020].
Moynihan, D.P., 2008. The dynamics of performance management: Constructing information and reform. Georgetown University Press.
Schaltegger, S. and Wagner, M., 2006. Integrative management of sustainability performance, measurement, and reporting. International Journal of Accounting, Auditing and Performance Evaluation, 3(1), pp.1-8
Talbot, C., 2010. Theories of Performance: Organizational and service improvement in the public domain. Oxford University Press.
Think People. (2020). Out with the Old: The Changing Face of Performance Management - Think People. [online] Available at: https://www.thinkpeople.co.uk/old-changing-face-performance-management/ [Accessed 10 Jan. 2020].
Thoma, C. (2016). VUCA: Why is Talent Management important for business agility. [online] Linkedin.com. Available at: https://www.linkedin.com/pulse/vuca-why-talent-management-important-business-agility-christoph-thoma [Accessed 8 Jan. 2020].
Varma, A. and Budhwar, P. (2008). Performance management systems. 1st ed. Abingdon, Oxon, UK: Routledge.
2

image2.jpeg




image1.gif




