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Introduction: 
In this report the researcher will discuss the importance of performance management and motivation in the organisation and how it is applied to real life situations also critically analysing the theories methods on performance management and motivation.
 Findings: 
Performance management:
To develop somebody in the workplace it is key to have performance management in the organisation to be able to develop individual needs. The AMO theory suggest employees perform well and use their discretion when they have the:
 Ability: appropriate skills and knowledge, 
Motivation: are influenced by reward /recognition, training and development, flexible working etc, 
Opportunities: to demonstrate their skills, knowledge, expertise and ideas via team working, staff meetings.  (Bartel, 2004)
The ability of the employee is the knowledge and skills the employee has to do the job. The leaders in your organisations are doing a great job of assessing the employees' abilities during the recruitment and selection process. After an employee is hired, your company focuses on giving the employee proper training, learning, and development tools right from the beginning. Your company thrives in performance because it pays special attention to improving an employee's abilities throughout the hiring and training process. (A. Dejmal,2003.2019) This is by doing appraisals and giving recognition of their work by awarding them or making them staff of the week etc, this will motivate your employee to work harder and achieve to aim higher.
“performance management is an ongoing process of communication between a supervisor and an employee that occurs throughout the year, in support of accomplishing the strategic objectives of the organization. The communication process includes clarifying expectations, settings objectives, identifying goals, providing feedback, and reviewing results.” (Hr. Berkeley. 2019)

As a mangers role you also have the responsibility of listening to your employees either through an open-door policy or regular meetings with your staff. Performance management wont work unless it’s done on a regular basis by using the tools; appraisal systems, development plan, and setting SMART targets to your employees. 
Armstrong says most employees want direction, freedom to get their work done, and encouragement not control. The performance management system should be a control system only by exception. The solution is to make it a collaborative development system in two ways. As in having counselling, feedback, training and recognition etc. ideally, team members grow and develop through these interactions. (armstrong,2006,pg.9)
Herman says Performance management is a concept in the field of human resource management. “It is a continuous process of identifying, measuring and developing the performance of individuals and aligning performance with the strategic goals of the organization” (Aguinis, 2009). Performance management is many times mistaken as performance appraisal, but the latter is just a part of the former.
There is no single universally accepted model of performance management. Various experts have explained the concept in their own ways. Mabey has prescribed the model in the form of ‘performance management cycle’. This cycle has 5 elements which suggest how performance management system should be implemented in an organization. The elements of performance management system cycle include:
1. Setting of objectives.
2. Measuring the performance.
3. Feedback of performance results.
4. Reward system based on performance outcomes
5. And amendments to objectives and activities (Mabey et al, 1999).
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 In an organisation to get the best out of your employees you will need to motivate them.
 Motivated people have a positive outlook, they're excited about what they're doing, and they know that they're investing their time in something that's truly worthwhile. In short, motivated people enjoy their jobs and perform well.
All effective leaders want their organizations to be filled with people in this state of mind. That's why it's vital that you, as a leader and manager, keep your team feeling motivated and inspired. But of course, this can be easier said than done! 
There are two main types of motivation – extrinsic and intrinsic.
Extrinsic motivation is when you use external factors to encourage your team to do what you want. Pay raises, time off, bonus checks, and the threat of job loss are all extrinsic motivators – some positive, some less so.

Intrinsic motivation is internal. It's about having a personal desire to overcome a challenge, to produce high-quality work, or to interact with team members you like and trust. Intrinsically motivated people get a great deal of satisfaction and enjoyment from what they do.
Every team member is different and will likely have different motivators. So, it's important to get to know your people, discover what motivates them, and find a good mixture of extrinsic and intrinsic motivators, so that you can motivate them successfully. 
Maslow's Hierarchy of Needs   identifies five needs that we all have, from the most basic to the most complex. These are physiological/bodily, safety, love/belonging, self-esteem, and self-actualization (the sense of doing what you were born to do). Maslow's Hierarchy is usually presented in a pyramid – you place the basic needs at the bottom, because you need to meet these before you can address any of the more complex ones. According to this approach, you can motivate your team by addressing all of the levels. (unknown)
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Herman’s theory is more focused on the workplace in how to do a performance management in depth on the other hand Maslow’s theory is based on an whole as an individual it is linked to the workplace but more based on the individual in how to build them selves up. And Herman’s and mabeys theory is more structured for the workplace simple process to follow when doing an appraisal. 

There are many different theorists which try to explain motivation in different ways. The complexity of motivation is that there is no simple answer to what motivates people. Most theories of motivation can be divided into either content theories of motivation, which focus on human needs related to motivation, for example money and safety needs or process theories, which focus on the relationship between different variables which lead to motivation. (Muton.A,2010)


Critically asses the potential benefits to the organisation and the individual of personally developing individuals in the workplace.

The benefits of having performance management and a motivating system in your organisation is by managers set goals for your team or make sure they have their own goals that they are working towards. This is not only to make sure they’re working towards company success but also, they are motivated and committed in terms of the tasks they’re completing. Sometimes when goal sets are either too challenging or not enough so this can cause numerous issues between team members in terms of their motivation. It can demotivate employees if their goals are set unrealistically high and become equally problematic when they’re aimed too low and employees feel like they have nothing to achieve for. Therefore, with SMART goals you can be sure that as a manager you are setting your employees attainable and achievable targets. SMART goal should confirm the following criteria: specific, measurable, assignable, relevant and timely. (Impraise ,2019) 
For an employee they should feel more motivated about their work wanting to come to work having a friendly atmosphere manager making sure their employees are put in the position they enjoy and have knowledge and experience of what they are doing. Like in M&S they have a friendly atmosphere the ‘workplace is inspiring’ as tom says, ‘it’s really about quality and being a team.’ 
Real life case studies on performance management and motivation: 
Looking at a case study from M&S showing how performance management and motivation can lead someone to a higher position in the retail department, just by having good performance management in place and motivating the individuals to do well to aim higher.
Tom, graduate, retail manager in M&S
“I spoke to some of my parents’ friends who’ve worked for M&S in the past, to get a better feel for what it would be like to work for the brand. After I finished my placement year, I went on to complete my degree before returning to a place on the graduate scheme at M&S. I was on the shop floor from day one.” “The amazing thing is I’m 23 and I’m a store manager already. You’ve literally got the backing of a huge company and the opportunity to learn a lot very quickly. In retail management you can learn a skill set in one area and then move on to another function within the store, where you learn other skills and develop different leadership qualities.” “The work culture is inspiring. It’s really about quality and being a team. You owe it to yourself and the people you work with to do a good job because you depend on one another. The people I work with are good fun, they’re engaging, they want to deliver, and they want to be the best at what they do. I think they are representative of everything we stand for as a company.”  (Footit.T, 2015)
By looking at toms story it clearly shows M&S have both good performance management skills in their organisations and also they are a motivating team who want to deliver at what they do best by being engaging, fun to work with good quality team work as you can depend on one another to do a good job. 

 ‘To support its growth, Tesco needs staff that are motivated, flexible and well-trained and who recognise customer needs. In turn, Tesco’s employees are supported by the company in their various roles and at different levels – from customer assistants in stores to department managers, from warehouse employees to office and logistics staff. Tesco recognises that employee motivation is important for the continued growth of the company. This case study looks at how Tesco motivates its employees by increasing their knowledge, skills and job satisfaction through training and development and providing relevant and timely reward and recognition. Tesco considers that the business depends on two groups of people customers and staff. It appreciates that staff are unique and have diverse lifestyles outside of work. To this end Tesco supports staff with a work/life balance and offers reward through: 
· flexible working
· free or reduced rate health benefits
· discount gym membership
· competitive salaries
· staff discount
· company share options.
Tesco has discovered that it is important to create trust and respect. It has found that by valuing employees, providing realistic goals and an interesting environment for them to work in, it increases employees” motivation.
At Tesco a motivated member of staff ‘works in partnership with others to achieve individual and team objectives. This means that he or she focuses on customers, treats people fairly and is determined and devoted to receiving feedback from others. Tesco provides opportunities for its managers and staff to take a share and a greater interest in their own employment. Since every employee is an individual, with different needs and aspirations, the process of reviews and personal development plans allows recognition of their abilities and achievement, as well as potential development.
This benefits the individual by providing career progression. It also benefits Tesco by ensuring the business can deliver high levels of customer service through its skilled employees.’(unknown,2019) 


As you can see Tesco are very motivating towards their team as well as individual. Also, Tesco comes under the motivation type extrinsic motivation as they are always rewarding and encouraging for good teamwork.  

Negative of performance management:
Performance management can be a good and a bad vehicle to use. Sometimes it can lead to a lot of negativity between employees and their team members. Such as ‘employees compete with each other for job status, position and pay. This could amount to backstabbing, failure among team members to communicate efficiently and strong employee rivalry. It could lead to dysfunction of the department and/or team, resulting in failure to achieve performance standards.’ (nirupama, 2017)

When  performance management is being pressured on staff this can lead to a lot of conflict between team members and will start competing against one another and the employees wont be work focused, also mangers favouring one staff from anther is also poor management skills as this could also lead to lacking of motivation of other employees at work. So its best to have a very structural performance, management in place with the manager being fair and equal to all the employees.

Personal development plan in the workplace : 
	objectives
	measures
	priority
	Support and development
Internal /external
	Review dates
	Other comments

	Child care issues
	Flexible contract working from home
	H
		Y
	



	immediate
	Contact HR administrative office to get it changed 

	Poor customer service 
	Training on customer service 
	H
		Y
	



	2 weeks 
	This important and needs to be taken care of ASAP

	Issues with other staff menebrs 
	Training in how to work along side others 
	H
		
	Y



	6 weeks 
	Don’t want to lose employee but needs to be able to work along others

	Maternity 
	Supply for cover 
	M
		
	Y



	9 weeks 
	Contact agency companies 

	School run 
	Having a flexible starting hour and finishing hours 
	H
		Y
	



	Immediate 
	Employees children’s are priority to them. Change contract could be changed or just give them that flexi time.

	Team leader – poor management
	Training
	H
		Y
	



	1 week 
	Observe and train by other management





Objectives: 
Childcare is an issue for an employee this must be looked at straight away as employee can’t leave child with anyone and also can’t afford cresh so giving the employee flexible hours like working from home some days could solve the issue.
An employee cannot have poor customer service as they won’t be able to deliver the work properly therefore to avoid firing the employee and having complaints of customers send the employee training on customer care. Have them reviewed after 2 weeks and keep under observation.
Issues with other staff members: the employee is good at what his does in his job role but very poor communication between other staff members. Mangers don’t want to lose him so then send him training and keep him under observation. 
Maternity: excellent employee mangers would like her back to work after maternity is over so for the meantime employ someone from the agency for temporary contract.
School run is high priority especially when no one else can pick up and drop off, so allowing the flexible time for the employee just makes life easier and they can make up the half hour on lunch or working extra hours. 
Team leaders having poor management is not good so its best for them to be trained by other managers and stay under observation for couple of weeks. And then reviewed. 
The advantages of having a PDP is to gain a clear focus on learning and helping motivate the employees and giving them a better understanding in how to improve and better themselves.
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