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1 Introduction
The success of any organization be it small, medium or large, solely depends on the performance of its most valuable assert which is the people that create value in the organisations. In this light, for an organisation to achieve its objectives, the performances of workers must be managed to ensure that workers are in possession of the right skills, resources and support and ensure the workers are aware of what is expected of them (CIPD 2019). 
The first part of this report lays emphasis on the concept of performance management. The next part explains the employee engagement and involvement in relation to performance management. The report sums up with a recommendation for the organisation. 
Performance is concerned with how well an operation is carried out. According to Armstrong (2014), performance is known to be a behaviour that accomplishes results, indicating that to perform well employees need to know what is expected of them which starts with an up-to-date job description that describes the essential functions, tasks, and responsibilities of the job, and also outlines the general areas of knowledge and skills required of the employees  to be successful in the job. Often, it is believed that performance appraisal is the same thing as
performance management which is not the case as there is a significant difference. Performance appraisal can be defined as a formal assessment and rating of workers by their managers usually at an annual review meeting. On the other hand, performance management is a continuous and much wider, more comprehensive and more natural process of management that clarifies
mutual expectations emphasize the support role of managers who are expected to act as coaches rather than judges and focuses on the future (Armstrong 2006).
2 Performance management defined 
Performance management is a systematic process for improving organizational performance by developing the performance of individuals and teams. that is, a means of getting better results by understanding and managing performance within an agreed framework of planned goals, standards and competency requirements (Armstrong 2009).
Also, Performance management is defined as a continuous process of identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization (Armstrong 2014) This means in a situation where employees fail in their jobs, results in failure in the part of the organization which is what performance management seeks to eliminate or to an extent reduce significantly.
2.1 Aims of performance management 
In general, performance management is aimed at helping individuals to reach and exceed what is expected of them and to perform at their optimal best which will be beneficial to them and their organisations. In as much as performance management provides the foundation for self-improvement and growth, it also makes sure workers support and control for development and improvement is always available. 
Performance management ensures the availability of guidance and support individuals require to develop and guarantees the basis for self-development for the workers. Adding to that, performance management also aimed at providing workers with feedbacks and recognition of what they have achieved and or accomplished and used to generate ratings that inform performance pay decisions.
Performance management is made up of a wide range of activities with the purpose of augmenting a worker’s performance by means of stimulating the workers to improve their performance. Hence, Performance Management System emerges as an important aspect of human resource development.
2.2 Principles of performance management 
The underlying principle of performance management brings to light an understanding that; performance management is not a system but relates to how people are manage, it is a normal management approach indicating what managers do, performance management is an instrument that assist managers to manage. It is driven by corporate purpose and values, to obtain solutions that work, is only interested in things you can do something about and get a visible improvement, is focus on changing behaviour rather than paperwork, is based on accepted principle but operates flexibly, focus on development not pay, and its success depends on what the organization is and needs to be in its performance culture.  
Armstrong and Baron (2004) stated that performance management is a tool which see to it that managers manage effectively. This implies that managers make sure the workers they manage are aware of and  understand what is  expected of them,  ensures the workers have the  skills to achieve  these expectations, see that workers are assisted by their companies to develop the capacity to attain such  expectations and  are giving and getting feedback on their performance and also have the chance to talk about the individual and team objectives. This makes it a continues and flexible process that brings together managers and workers as partners within a defined structure that lays out how they can best work together to bring about desired outcomes. As a continues process, performance management identifies, measures and develop the performance of workers (individuals and teams) and position performance with the strategic goals of the company through the five performance elements which are agreement, measurement, feedback, positive reinforcement and dialogue.
According to Armstrong (2012) the process that takes place in the performance management cycle are Plan, Act, Monitor and Review. Plan is the first stage of the process and it is where an agreement is arrived at for the desired objectives and competences, the plans and procedures on how to meet objectives, personal development pan on how to enhance skills, knowledge and competences to reinforce expected behaviours are all expressed in a performance agreement. The second stage which is Act is where the actual work require is carried out to achieve the objectives referring to the plans and responding to new demands. The monitor stage sees to it that desired objectives are achieved and ensures new demands are taking care of. The Review stage is where a meeting is held to discuss the achievement of the performance management and identify where further action is needed.
Employee performance management is all about positioning a company’s objectives to match the worker’s agreed measures, skills, desired competences, development plans and delivery of results, prioritising the achievement of the business strategy and creating a high-performance workforce through improvement and learning and development.
A functional performance management in a company makes provision for divers’ advantages (Bhattacharyya 2011). Performance management is beneficial in that it helps workers to be self-motivated since they are clear of their contribution to the company. Workers also benefit from support from the company which helps them to achieve the desired results.
Also, performance management acts as a control system to companies as it helps them to keep watch on how they function in achieving their targets. Through this, organisations get to identify and provide feedback to performance gabs.
More to that, performance management helps companies to come up with plans and strategies to put off their competitors, draw up vital human resource decisions relating to promotion, reward, training and workforce planning.
Organisational performance outcome is likely to increase giving that performance management is correctly implemented with specific objectives tied to strategic and operational plans passed down to every department, team and employee who can influence such increase. The process of performance management therefore is a drive to a company’s performance outcome and workers get positive and negative reviews and rewards with regards to their contributions and achievement of organisational goals and objectives.
3 Performance management process steps
Performance measurement should be seen as a flexible process rather than a system. Using the term system implies rigidity, standardisation and a bureaucratic approach which is inconsistent with the idea of performance management as a flexible and dynamic, though hierarchical, process implemented by managers working with their teams in accordance with the circumstances under which they operate (Armstrong 2006). This includes managers and others they oversee working as partners but in a structure that sets out how best they can work together. Performance management must align with flexible, process-based organisations thereby replacing the form of evaluation framework (appraisal) that suits only a hierarchical and bureaucratic organisation.
The stages in the process of performance management can be categorised into four different categories which is made of Planning, coaching, evaluating and rewarding. Each phase is equally essential, and together they form the core of a performance management process for an organisation. 
3.1 Planning
The process of performance management starts with planning phase. The HR and management need to describe the work properly, provide a detailed overview, long-term and short-term targets, identify main priorities and create a consistent framework for how certain goals and objectives are to be measured. Specific, measurable, attainable, appropriate, time-based, and consistent standards of performance should be set. Upon completion of the defining stage, employees should also have the opportunity to provide feedback on that subject since they are the ones to do the job, they can provide vital insight into what abilities, skills and strategies can better help the business achieve operational objectives. By partnering on this first phase of the performance improvement process, management sets the tone for the process as a whole to be collaborative, and as shown by the Gallup, workers with active participation in setting goals feel important  (Aguinis 2014).
3.2 Coaching
The coaching process is extremely critical and needs to be carried out periodically. This phase includes assessing the worker's overall results, how well the process was operated and also integrating compensation which is an important part of the overall process. Meetings should be held at least quarterly though monthly meetings is suitable to get the job done. These meetings should concentrate not on disciplinary action for poor results but on remedies and opportunities for development. At this stage, the management should be able to provide and accept truthful reviews and collaborate with staff, instead of taking a combative approach. What is important here is the opportunity to provide actionable feedback. As the process of performance management progresses, management should review objectives and see whether changes can be made, and with focus towards career development opportunities for their employees (Aguinis 2014).
3.3 Reviewing
There should be an employee evaluation at the end of the performance management period to look at how well the workers performed during the time frame. At this point, it is necessary for both management and workers to look back to see if the process of performance management was successful or not and clear record from previous check-in should be given to demonstrate the progress of the employee in the process. The monthly check-ins are intended to help the employee solve challenges, change priorities and other forward-looking activities. This performance analysis is the only step backward looking to evaluate past behaviour because looking at both smaller and larger targets is significant as this can provide an idea of the problem areas where training or improvements can be implemented. After reviewing the process, management should be able give the workers regular feedback so they know areas where future performance can be improved. Also, the employee should be invited to provide feedback on the process and how management on their part can do better (Aguinis 2014).
3.4 Action
This final phase in performance management deals with compensation and appreciation and is completely essential to performance management as workers will not remain motivated if no incentive is given to them. This does not necessarily have to be monetary, even though monetary compensation will likely be included. Other incentives may be new projects, company-wide recognition, time off or opportunities for leadership (Aguinis 2014).
At end of the performance management period, the management and workers are provided with the opportunity to provide feedback on the whole process and asks for thoughts and suggestions on the planning stage for the next cycle.
4 Concerns of Performance Management
Organisational and employee concerns of performance management 
The fact that this organisation has been established for a very long time now under the leadership of an autocratic management system implies that there will be major concerns both on the part of the organisation and that of the workers in implementing and embracing a modern performance management system. 
4.1 Organisational concern 
The first concern of the organisation about implementing a performance management system is will be to finance the project. The organisation might be reluctant to if they believe or see the project to be very expensive.
The organisation is concerned about the fact that employees may likely not want to participate in the performance management process for fear of losing their job.
The organisation may also be concern about the fact that managers may not want to change and align to the system which may lead to fallout from the existing management team.
4.2 Employees concern 
The major concern for employees here will that of restructuring. That is workers may be worried about the changes that may be implemented with regards to the way they have been doing their job. They may be reluctant to participate in a performance management system if they see that it is going to change how they have been operating.
Also, workers may not want to participate in the programme if they realise the is the risk of losing their jobs involved. 
Those who don’t do their jobs properly may be reluctant to take part in the programme for fear that they might be discovered. 
Moreover, some workers might not participate fully in the process if they have the believe that they are doing their job as required.
Despite the organisational and employees concern, performance management is rather concern with the general activities of the organisation. 
4.3 What performance management is concerned with
The following are the main concerns of performance management as stated by Armstrong (2006).  
4.3.1 Concern with outputs, outcomes, process and inputs
Performance management is concerned with outputs that is, realising desired results, and outcomes that is, its effects on performance. It is also having to do with the actions or competences needed to achieve these results, and the inputs in terms of capabilities required from the teams and individuals that are part of the process.
4.3.2 Concern with planning
Performance management is about working way to achieving success in the future. This means identifying priorities which are presented as goals and in business plans.
4.3.3 Concern with measurement and review
If something cannot measure it possibly cannot manage. Performance management is therefore concerned with measuring outcomes and reviewing progress towards achieving targets as a basis for action.
4.3.4 Concern with continuous improvement
Continuous improvement issues are focused on the assumption that working constantly to achieve higher performance in any area of the company can produce a series of incremental improvements that will generate superior results. This means clarifying what institutional, team and individual effectiveness looks like, and taking measures to ensure that those established effectiveness levels are achieved. 
4.3.5 Concern with continuous development
Performance management is concerned with developing a culture in which there is a continuous process of organisational and individual learning and offers avenues for learning and job alignment so that everyone benefits from the achievements and difficulties encountered in their daily activities.
4.3.6 Concern for communication
This is achieved by establishing an environment in which managers and members of their teams are constantly engaged in communication to identify goals and share experiences on the mission, principles and priorities of the company. This provides a shared awareness of what needs to be accomplished and a structure for managing and improving people to ensure it is accomplished.
4.3.7 Concern for stakeholders
This includes meeting the needs and desires of all stakeholders of the company (owners, executives, workers, consumers, suppliers and the general public). Employees need to be regarded as partners in the business whose interests are valued, whose views are sought and listened to, and who are encouraged to contribute to the development of goals and strategies for their team and themselves. Performance management should respect the needs of individuals and teams as well as those of the company, recognizing that they will not necessarily coincide.
To better manage and enhance the performance of employees, the organisation needs to ensure the employees are well engaged and involved with the goals and objectives of the organisation. David Guest suggested that engagement can be enhanced through effective leadership of a strong, positive culture that ensures workplace principles are implemented; through good management that promotes the work and well-being of employees, through careful design of processes and jobs that allow employees to contribute through the full use of their knowledge and skills, through effective employee voice and the provision of sufficient resources , tools and knowledge for effective performance (Armstrong 2012)
On that note, any performance management system implemented by the organisation will likely not produced the desired outcomes if employees are not engaged with their jobs and the organisation.
Organizational engagement can be developed through high-involvement management. This term is used to describe management systems based on commitment and involvement, as opposed to the old bureaucratic model based on control  (Armstrong 2012). High-involvement management means treating workers in the company as partners whose interests are valued and who have a voice in issues that affect them. It is about communication and involvement. The goal is to build an environment in which an ongoing conversation takes place between managers and their team members to identify priorities and exchange details on the mission, values and goals of the company. This ensures shared awareness of what is to be done and a process for managing and improving individuals to ensure it is achieved. Employee engagement is one of the main ingredients for high performance achievement.
5 Employee engagement and employee involvement
Recruiting, retaining, rewarding and motivating employees regularly tops an organisation's list of preferences and doing this well is the manager's or human resources professional's most significant strategic role. Besides that, the capabilities that can contribute to an organisation's success are to actively engage your employees and involve them.
Employee engagement has continued to gain sense and recognition within the HR community as a component of successful management that has the potential to enhance results in a company. Normally, workers with good jobs who are well treated will always be happier, healthier, more productive and will also be more likely to improve efficiency, improved goods or services and creativity. This shared understanding of motivation and people management is at the core of employee engagement, a principle that has become more and more popular in management theory over the past decade. (CIPD 2019).
According to the American psychologist W.A. Kahn (1990), as stated by (Torrington 2014), in his book titled Human Resource Management, employee engagement consists of two distinct elements which are emotional engagement and cognitive engagement. 
Emotional engagement here is said to be a situation where employees have strong emotional ties with their managers and feel that their managers are interested in their development and their opinions. 
Cognitive engagement on the other hand is a situation where employees know exactly what is required of them, understand their purpose or mission, have opportunities to excel and grow, and are provided with information on how to improve progress.
In this light, Kahn (1990: 894) as cited by Armstrong (2014), defined employee engagement as ‘the harnessing of organization members’ selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances’.
This indicates that employees are bound to perform at the levels required by their organisation if they have the believe that their opinions also matters in the affairs of the company, the company offers them opportunities for further development, they have clearly stated objectives and understands the mission and goals of the company.
Engagement therefore occurs when workers are devoted to their jobs and organisation and are motivated to achieve high performance levels.
It is every employer 's dream to have a successful business as such organisations are now putting in emphasis on employee engagement because with a dedicated staff and workers, you lower your turnover risk , increase customer satisfaction and increase the overall chance of success for your company ( Forbes 2018). Because employee engagement is the level of dedication, passion, and loyalty that an employee has towards their job and the organisation, the more engaged an employee is, the more work they are likely to do. Hence, employees need to be encouraged to do their jobs effectively and efficiently.
5.1 Ways to Encourage Employee Engagement
To encouraged employee engagement, the following needs to be taking into consideration;
5.1.1 Do not skip onboarding and training
If a worker does not have a grip on his or her responsibilities, they are not going to engage. On the contrary, they will be confused, frustrated and rushed to catch up, leading to disengagement. But if they can master their task, they have a better chance of taking pride in what they do. Employees eager to fulfil their goals are more likely to be engaged with the organisation. On-boarding and training new employees is one of the most essential steps to make sure that workers are involved in their jobs. Workers will learn to do their job effectively if they go through a successful onboard and training programme and this is also the time that they will be able to engage with you and ask questions, offer ideas, express concerns and bond with other employees and develop a connection to the organisation.

5.1.2 Set Company Goals
A successful organisation has business plan with a list of targets to be achieved and for these objectives to achieved, the workers need to be engaged in their jobs. Goal attainment is something which encourages employee engagement. Workers also want to fully understand how their position fits in with the business's other positions, and they want to know and understand how their actions impact the whole of the company. As such setting up general gaols and departmental goals will help workers to understand how the departmental and overall success of the organisation has been impacted by their jobs.
5.1.3 Acknowledge Employees 
workers are not immediately engaged by mere praises, thanks, or any other kind of recognition. If workers feel like they are invisible, can quickly become disengaged. Engaged employees have a sense of comfort and togetherness with the company. And it is important that employees and employer develop a relationship of respect and friendship to successfully implement a performance management system.
5.1.4 Focus on Employee Development
There are many reasons why job seekers apply for a position and accept it, such as salary and benefits. But many workers also want a chance to grow their careers. Employees are looking to develop their skills and to continue to challenge themselves. They do not want to carry out monotonous tasks that need minimal effort. Adding new duties to the position of the worker in order to avoid boredom, allow room for growth in the position or offer a job rotation programme so that employees do different tasks or offering educational assistance show workers that the company value their career growth in so doing adding new skills to the business. This can push workers to be engaged with their organisation. Hence performance management can only be effective where employees are engaged are able use their minds constantly to enhance their abilities.
5.1.5 Do not Micromanage
telling workers totally what to do and how to do it, they will have no time or motivation to engage with their job. workers cannot be engaged unless they have freedom in the way they do their jobs. Micromanaging can therefore damage your business as well as employee overall performance. 
For performance management to be a success, employees need to be fully engaged and involved in the activities of the company. But workers cannot be engaged if they are not committed to their job and the company because commitment is the strength of an individual's affiliation with a company and how their participation in it. As defined by Armstrong (2014), Commitment refers to attachment and loyalty. It is related to individuals' feelings towards their organisation. To achieve outstanding results on a long-term basis, it has become important for each company to have its employee fully commitment. workers behave like entrepreneurs while working in a team, and each team member tries their best to prove themselves to be the best among all others. This increases their degree of commitment within the organisation which eventually improves their performance as well as that of the organisation. In this light, improved performance will come about if this company switch from the traditional control-oriented approach to how they manage employees, which is based on establishing order, exercising control and achieving efficiency.  This should be replaced by an engagement strategy that would allow employees to respond in the best and most innovative way, not when they are tightly regulated by management, put in narrowly defined jobs and treated as an unnecessary necessity, but instead when they are given wider roles, encouraged to contribute and help  them achieve job satisfaction. This way, employees will be engaged with their organisation.
[bookmark: _Hlk50711655]6 Coaching and mentoring 
HR leaders are facing challenging obstacles today when it comes to matching company objectives with what they need to effectively lead and sustain their workforce. To this effect, coaching and mentoring can be important methods for staff development. Both have increased in popularity, with many employers using them to improve their people's talents, knowledge, and performance around particular skills and objectives (CIPD 2020). As stated by CIPD, Coaching and mentoring are development approaches based on the use of one-to-one conversations to enhance an individual’s skills, knowledge or work performance.
Coaching is aimed at achieving maximum efficiency and development on the job. It focuses on specific skills and goals although it can also influence the personal qualities of an individual such as human interaction or trust. Usually the method continues for a given period or forms the basis for an ongoing management style.
Mentoring relationships work better when they progress beyond a senior colleague's tell it as it is directive style to one where each of them learns from each other. A successful mentoring partnership is a learning opportunity for both partners, facilitating intergenerational collaboration and learning even between roles.
On the other hand, workplace mentoring appears to define a relationship in which a colleague with more expertise shares their greater knowledge to encourage the advancement of an inexperienced staff member. It calls for the skills that are often associated with coaching to inquire, listen, explain and re-frame.
HR and L&D teams play a key role in the design and management of coaching and mentoring within an organisation. The standard of coaching and the outcomes it produces rely on finding suitable performance differences, selecting suitable coaches and mentors, maintaining relationships and assessing progress within the organisation. Consider the goal you want to reach while choosing whether to use a coach or a mentor. The coach and trainer will be helping professionals to reach their goals in various ways. Some professionals, depending on their ultimate objectives, use multiple coaches or mentors throughout their careers. Trust, integrity and confidentiality are at the core of the partnership, in both coaching and mentoring.
Coaching, however, is only one of several approaches’ organisations can use to address defined learning and development needs. Alongside other forms of growth strategies, its benefits need to be examined.
Coaching and mentoring a worker make them more important to the organisation, both professionally and socially, by improving and strengthening their skills. For example, improving morale and helping people work on their weaknesses can improve efficiency and overall success in the workplace. This, in turn, will boost productivity and reduce employee turnover, which can then lead to better financial outcomes in the organisation.
Also, coaching can be a cost-effective approach to development, with a focus on individuals and their defined growth needs, when used appropriately. Developing the skills of current workers will minimise the need to hire new employees. Coaching may also boost morale, leading to a decline in employee turnover. It sends a strong message to workers that the company supports its personnel and provides a sense of pride for both coaches and those being coached. Coaching is most successful when performed in a positive and supportive environment and not an autocratic environment where employees are dictated upon.


7 Conclusion 
Managing performance helps workers get to work so that they can get the results expected from them. It also focuses on what needs to be done, how and what needs to be achieved. But it is also about educating people – helping them develop – and giving them the resources, they need to do well, now and in the future.
8 Recommendation 
For the organisation to achieve its desired objectives, the first thing will be to change the system of management from an autocratic management style to a modern management system such as the visionary, transformational and coaching managerial style which will allow for more employee flexibility and engagement in the  organisation.
The next thing for the company to do is to introduce and implement reward systems. This includes both the financial and non-financial rewards to keep employees motivated, engaged and hence increase their performance.
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