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Introduction

The contingency approach model suggests that staff performance management should be contingent on the business life cycle. In this approach, it is recognised that different stages in the life cycle of a business require different management strategies and approaches in order to effectively manage and evaluate employee performance. As part of this report, a thorough examination of the effects inside models such as the contingency theory is provided to illuminate how better alignment of performance management practices within organisations can improve the performance of their employees and create a more productive workforce.
Also within this report a deeper examination into a business’ life cycle and the specific needs and challenges of each stage from its inception to its eventual decline or exit from the market. A continuation and a brief look into each of the business stages from its startup, through its growth and maturity to finally its post maturity phase. As each stage all present unique opportunities and challenges which require businesses to adapt their strategies and operations accordingly. A critical comparison of other modules such as the best fit model, whose concepts may be more effective on an organisation's employees, and overall, how an organisation caters for its staff at every stage from enlisting to retirement. Paul Kurtz has said “I believe that a person should take an affirmative outlook. There are always problems in life, old and new, uncertainties, and unexpected contingencies. The optimal way to deal with this is not to give up in despair, but to move ahead using the best intelligence and resources that we have to overcome adversity.”










The contingency approach, what is it and how effective could it be?
Here we critically discuss how to implement the contingency approach model to support overall business strategy at each stage and provide better staff performance.
“The best way to organize depends on the nature of the environment to which the organization must relate”.
( Richard Scott 2022)

The contingency approach model is a management theory that emphasizes the importance of considering the unique circumstances and context of an organisation when making decisions. It suggests that there is no one-size-fits-all approach to management, and that the most effective way to manage an organisation depends on various situational factors. To implement the contingency approach model as part of a company's overall business strategy, a detailed understanding of how to adapt management practices to different stages of the company's existence is required. 
Startup Stage: 
In the early stages of a business, the focus is on establishing the company and gaining a foothold in the market. An effective contingency approach model can be implemented by taking into account the dynamic and uncertain nature of startups. In order to be successful, management should be flexible and open to change, as well as willing to experiment with various management approaches. Due to the rapid evolution of any business, it is imperative to continuously assess the external environment and adjust strategies accordingly as the business expands. To achieve this, it may be necessary to adopt a more entrepreneurial and innovative approach, as well as encouraging employees to take calculated risks, and foster a culture of creativity and adaptation within the organisation. 
Growth Stage: 
By aligning management practices with the increasing complexity of the organisation, the contingency approach model can be applied in the growth stage. In order to maintain control and coordination as the company grows, formalised structures and processes may be required to be put in place. As a result, it is critical to remain responsive to marketplace changes and not become overly bureaucratic with management practices. In order to build a strong organisational culture, management should be focused on building a culture that promotes growth and is adaptable to new opportunities and challenges.
Maturity Stage: 
By emphasising efficiency and stability while remaining sensitive to environmental changes as an organisation matures, the contingency approach model can be implemented. There may be a need to streamline processes at this stage to optimise resource allocation, and leverage economies of scale in order to achieve this goal. It is imperative that management strikes a balance between standardisation and flexibility at this point in the process in order to ensure the organisation remains agile enough to respond to changes in customer preference and competitive dynamics.
Post-Maturity Stage: 
In the post-maturity stages an organisation may face declining markets or disruptive industry changes. It is possible to use the contingency approach model to guide management when it comes to making strategic decisions regarding restructuring, diversification, or even reducing the size of the company if necessary. Adapting and innovating in response to new challenges is crucial when recognising that existing management practices are no longer effective.
Improving Staff Performance: 
The contingency approach model can be applied across all stages of a company's lifecycle to support the development of staff performance through tailored leadership styles, performance incentives, training programs, and creating a supportive work environment tailored to the specific needs of each stage.

Question 2
Contingency theory and other modules and how they relate to staff.
As suggested by the contingency approach model, staff performance management needs to be based on the business life cycle and its staff should be tailored to the challenges and needs of the business at each stage. A comparison can be drawn between modules such as Fiedler's contingency theory - According to Fiedler's Contingency Theory, effective leadership depends not only on a leader's style but also on how much control he has over his situation. A strong leadership-membership relationship is key to success. Tasks and procedures must also be clearly defined by management. Additionally management has responsibility and is in control, so it should be able to administer punishments and rewards with impunity, Decision making theory (otherwise known as the Vroom-Yetton-Jago Decision-Making Model of Leadership) suggest that effective management assess situations, determine how much support the group will provide, and then adjust their preferred leadership style as necessary. (Jacquelynpica, 2015), in comparison to the contingency leadership model, where effective management assess situations, determine how much support the group will provide, and then adjust their preferred leadership style as necessary. While these contingency leadership models appear similar on the surface, they each offer different perspectives on leadership. According to the Contingency Theory, there are four stages: start-up, growth, maturity, and post-maturity. Based on this model, different stages of a business's growth require different strategies and approaches to effectively manage staff performance. Adapting performance management practices to each stage's characteristics will allow organisations to effectively manage their workforce and enhance overall performance.

So, how relevant and effective is the contingency Theory on its staff in an organisation?
“Contingency theory is guided by the general orienting hypothesis that organizations whose internal features best match the demands of their environments will achieve the best adaptation.”
W. Richard Scott (1992).
This part of the report examines each stage of the contingency report and how staff evolve and adjust within an organisation to ensure success.
Start-up = 
Businesses in the start-up stage focus their efforts on establishing their operations and gaining market traction. To succeed in this phase of development, it is essential to have a workforce that is flexible and adaptable in order to respond to changing circumstances in a timely manner. As part of the implementation of the contingency approach, a company/organisation must devise strategies to ensure its success.

1. Recruitment and Selection: 
During the start-up phase, it is imperative to hire individuals who are self-motivated, innovative, and capable of working independently. It is essential for these employees to possess a high level of entrepreneurial spirit and to be willing to take risks 
 
2. Performance Expectations: 
For alignment between employee efforts and the overall business strategy, it is imperative that performance expectations and goals are clearly defined. There may be a greater emphasis on individual contributions during this stage as opposed to team performance. 
 
3. Rewards and Recognition:
When employees are at the start-up stage and financial resources are limited, it may be beneficial to offer them non-financial rewards, such as recognition, autonomy, and opportunities for personal growth.
Growth stage= 
In the growth stage, businesses hopefully experience an expansion in both the scope of their operations and their customer base. 
 
 
1. Training and Development: 
As a company grows, providing employees with training programs to improve their skills and knowledge becomes increasingly important. The purpose of this is to ensure that employees are adequately trained to handle increased responsibilities and accommodate the changing needs of the business. 
 
2. Team Building: 
The importance of teamwork as a means of achieving and maintaining organisational goals increases with the growth of the business. It may be helpful to implement team-building activities and create a collaborative work environment during this period in order to improve employee performance. 
 
3. Performance Measurement: 
To monitor and evaluate employee performance, it is essential to establish performance metrics and key performance indicators (KPIs). As a result of regular feedback and performance reviews, individuals can identify areas for improvement and align their individual goals with the overall business strategy.




Maturity Stage: 
During the maturity stage, businesses should have established a stable position in the market

1. Performance Appraisal:
It is beneficial at this stage to implement a performance appraisal system that incorporates both quantitative and qualitative measures in order to provide a holistic view of the employees' performance. As a result, top performers can be identified, performance gaps can be addressed, and career growth opportunities may be provided. 
 
2. Succession Planning: 
It is imperative to develop a succession plan during the maturity stage in order to maintain continuity in management/leadership roles. As a result of identifying high-potential employees and providing them with appropriate training and development opportunities, they are prepared for positions of leadership in the future. 
 
3. Employee Engagement: 
It is essential to maintain employee engagement during the maturity stage in order to prevent complacency. It is possible for an organisation to keep its employees motivated and committed to its objectives by implementing strategies such as employee recognition programs, career development opportunities, and initiatives to promote a healthy work-life balance.
Post-Maturity Stage: 
In the post-maturity stage, businesses may face declining market share or changing industry dynamics. 
 
1. Restructuring and Downsizing:
At the post-maturity stage, it becomes crucial to assess the organization's structure and make adjustments as necessary to align it with changing market conditions. In order to improve efficiency and adaptability, departments may need to be downsized or restructured. 
 
2. Retraining and Reskilling: 
As a result of technological advancements or changes in market demand, providing retraining and reskilling opportunities for employees who may have their roles become obsolete is essential during this phase. In this way, valuable talent can be kept and protected within the organisation. 
 
3. Performance Evaluation: 
During the post-maturity phase, it becomes increasingly important to evaluate employee performance based on their ability to adapt to change, learn new skills, and contribute to the transformation of the organisation. The purpose of performance evaluations should be to identify employees who can drive innovation and provide the business with guidance during challenging times,

Are the standards the same or have they dropped during the each process of maturity..


Starting a business is primarily about survival and establishing a presence in the marketplace. In addition to product development, marketing, and securing funding, other important factors to consider are the following: Startups should consider the following considerations when implementing the contingency approach model:

1. Identify potential risks and develop contingency plans for addressing them. For instance, they may need to prepare for changes in market demand or competition that may arise unexpectedly. = how does this effect their employees.
2. Adopt a flexible and agile approach in order to respond rapidly to changing market conditions. In order to achieve this, product development may be iterated based on feedback from customers or marketing strategies may need to be adjusted as necessary.
3. Ensure that resources are allocated in the most effective manner possible. It is important for startups to focus on their most critical tasks, and to delegate or outsource non-core functions.

Growth Stage: = As a business enters the growth phase, it experiences rapid expansion and increased market share. During this stage, staff performance management should focus on scaling operations while maintaining efficiency and quality. Organizations may need to hire new employees or promote existing ones to meet growing demands. Performance management practices should emphasize goal setting, performance metrics, and regular feedback to ensure that employees are aligned with organizational objectives and are contributing effectively to the company's growth.

An organization's growth stage is characterized by the expansion of its operations and the increase of revenue. It is imperative to scale production, build a strong team, and maintain high quality standards to achieve success. The following steps should be taken by growing companies in order to implement the contingency approach model:
Not eveery business goes through every stage of the startup process...


1. Implement a scalable business model that will allow you to meet increased demand without compromising quality or efficiency.
2. Recruit talented employees who can contribute to the growth and innovation of the organisation. This may require the development of training and development programs for new hires in order to ensure that they possess the necessary skills.
(3) Regularly monitor key performance indicators (KPIs) to identify areas for improvement and adapt strategies as necessary.

Maturity Stage = 
In the maturity phase, businesses have established themselves in the market and are focused on maintaining their position while exploring new opportunities for innovation and improvement. Staff performance management during this stage should prioritize stability, consistency, and continuous improvement. Organizations may implement performance appraisal systems, competency frameworks, or talent development programs to ensure that employees are performing at their best and are prepared for future challenges
Organisations at the maturity stage are concerned with maintaining their market share and generating consistent profits. A number of key success factors include optimising processes, controlling costs, and differentiating yourself from your competitors. The following steps should be taken by mature companies in order to implement the contingency approach model:

1. Determine where they may be able to reduce costs and improve processes by analysing their value chain.
2. Keep up with emerging trends and technologies by investing in research and development (R&D).
3. To differentiate themselves from their competitors and maintain a high level of customer loyalty, they should develop a robust brand identity.

Post-Maturity Stage = Finally, in the decline phase, businesses face declining market share, increased competition, or other challenges that may lead to a gradual decline in performance. Staff performance management during this stage should focus on identifying and addressing performance gaps, restructuring or downsizing if necessary, and preparing for an eventual exit from the market. Organizations may need to provide additional support and resources to employees during this challenging period, such as training programs or career transition assistance,
As organizations reach maturity, they may experience a decline in sales and profitability because of disruptive technologies and changing consumer preferences. It is important to adapt to new market conditions, to innovate, and to explore new markets in order to maintain success. The following steps should be taken by post-mature companies in order to implement the contingency approach model:
1. Identify opportunities for reinvention and assess their core competencies. In order to accomplish this goal, it may be necessary to divest non-core assets or acquire new Promote R&D(research and development) in order to develop new products and services that meet the evolving needs of customers. Research and development efforts will be undertaken in order to develop new products and services that will address the changing needs of a constantly changing customer base.
2. Promote the development of new products and services that meet the evolving needs of customers through research and development.
3. Identify new markets and regions in order to diversify revenue streams and minimize dependence on mature markets

Question 2  
Aldi’s Implementation of Performance Management using the Contingency Approach Model 
As a supermarket giant, Aldi has successfully implemented performance management using a contingency approach model throughout its various stages of development, including startup, growth, maturity, and post-maturity. Contingency management emphasizes that there is no one-size-fits-all solution for managing performance and that organizations must adapt their management practices according to their specific circumstances. 
Startup Phase:
It was Aldi's priority to establish a solid foundation for performance management during the startup phase. A clear set of business objectives and goals aligned with their business strategy was imperative. In order to promote individual accountability and goal setting, Aldi implemented a performance management system. A framework for measuring employees' performance was provided by this system, which provided employees with a clear understanding of their roles and responsibilities from the start. 
Furthermore, Aldi emphasizes regular communication and feedback during the startup phase to ensure effective performance management. It was common for managers to meet frequently with their employees so as to discuss their progress, provide guidance, and address any concerns or challenges that they encountered. As a result of this open communication, individual efforts were aligned with Aldi's organisational goals, creating a culture of continuous improvement within Aldi. 
Growth Phase: 
Aldi's performance management practices have evolved over time as the company has experienced rapid growth. In order to effectively manage performance across a larger workforce, the company recognised that a more structured approach was necessary. In order to measure and evaluate employee performance consistently, Aldi introduced key performance indicators (KPIs). 
As part of this phase, Aldi also implemented a comprehensive training and development program to enhance the skills and capabilities of its employees. By implementing this program, individual competencies were aligned with Aldi's organisational requirements. Investing in employee development enabled Aldi to ensure that its workforce was equipped with the necessary skills to support its expansion plans. 
Maturity Phase: 
The performance management practices of Aldi continued to be refined during the maturity phase in order to ensure the company's success in an increasingly competitive marketplace. In order to create a performance-driven culture, the company implemented a performance appraisal system in order to provide a formal assessment of the performance of the employees. As a result of this system, managers and employees were able to engage in more in-depth discussions, allowing them to identify strengths, areas for improvement, and career development opportunities. 
As part of this phase, Aldi also implemented a reward and recognition program designed to motivate and incentivize high-performing employees. An important feature of this program was the awarding of monetary rewards, promotions, and other forms of recognition for outstanding performance. With the objective of creating a sense of achievement and encouraging continuous improvement among its employees, Aldi linked performance to rewards. 
Post-Maturity Phase: 
As Aldi matured, it focused its efforts on maintaining its success while adapting to changing market dynamics. In their performance management practices, they recognised the importance of agility and flexibility. As a result of Aldi's implementation of a more dynamic approach to goal setting, adjustments were made according to market trends and customer demands. 
Furthermore, Aldi emphasized the importance of employee engagement and empowerment during this phase. By engaging employees in the decision-making process and providing opportunities for innovation, they encouraged employees to take ownership of their performance. Aldi recognized that engaged employees are more likely to perform at their best, which increases the effectiveness of the organisation as a whole.
Question 3
Reflecting on the post-maturity stage, critically discuss relevant performance management activities for renewal, steady state, and decline within an organisation.
It is important to remember that organisations in the post-maturity stage confront a unique set of challenges and opportunities that require careful consideration and planning in order to ensure continued success. Therefore, it is imperative to reflect on performance management activities related to renewal, steady state, and decline.
Renewal:
To remain competitive, organisations must dedicate time and resources to innovation and adapting to changing market conditions. The following are some of the key performance management activities:
1. Innovation: 
Create new products, services, or processes that meet the needs of emerging customers by encouraging experimentation and creativity.
2. Risk-taking: 
Risk-taking should be embraced to explore new markets, business models, and technologies that can contribute to growth and sustainability.
3. Employee development: 
The organisation should invest in training and development programs in order to provide its employees with the necessary skills to adapt to the changes in technology and demands.
4. Partnerships and collaborations: 
Identify and form strategic partnerships and collaborations with other organizations for the purpose of leveraging complementary strengths and resources and accelerating innovation.
5. Performance measurement: 
Develop and implement performance measures that accurately reflect the organisation’s progress towards its renewal goals and provide feedback to guide decision-making.
Steady state:
When an organisation is in a steady state, it is seeking to maintain its current market position and optimise its performance. Key performance management activities include:
1. Process improvement: 
To continuously assess and improve operational processes in order to improve efficiency, reduce waste, and improve quality.
2. Customer satisfaction: 
Ensure that high-quality products and services are delivered that meet or exceed customer expectations, and actively seek customer feedback in order to improve.
3. Employee engagement: 
Motivated and committed employees are more productive and provide better customer service, so it is imperative that you place a high priority on employee engagement and satisfaction.
4. Financial management: 
Invest in growth opportunities while managing finances prudently to maintain profitability and minimise costs.
5. Compliance and regulatory adherence: 
Maintain trust and credibility with stakeholders by ensuring compliance with all relevant laws, regulations, and standards.
Decline:
During the decline phase, organisations must adapt to a shrinking market and focus on maintaining their financial health and reputation. Key performance management activities include:
1. Cost reduction: 
Utilize cost-cutting measures in order to minimize expenses and maximize profitability, while avoiding unnecessary layoffs and maintaining employee morale.
2. Asset optimization: 
Optimize the use of existing assets, such as facilities, equipment, and intellectual property, so that their value can be maximized.
3. Customer retention: 
Provide excellent customer service, offer loyalty programs, and maintain a high standard of product quality in order to retain customers.
4. Liquidation and divestiture: 
It may be beneficial to liquidate or divest underperforming assets, business units, or product lines in order to maximize value and concentrate on one's core strengths.
5. Reputation management: 
Develop and implement a strategy for proactive management of the organisation's reputation through effective communication, transparency, and stakeholder engagement.

“Critics of structural contingency theory sometimes argue that it is not sensible for organizations to move into fit with their contingencies, because while the organization is changing its structure to fit the contingencies, the contingencies themselves change, so that the organizational structural change does not produce fit. Nevertheless, by moving towards the fit, the organization is decreasing misfit, and thereby increasing its performance relative to what it would be if it were to make no structural change.” —  Lex Donaldson


Question 4
Reflecting on this Contingency module, how could I improve my practice using what has been learned?
As part of the contingency approach, it is important to acknowledge that different types of management styles are required in different situations. Which is perfect for a counsellor as this principle can be applied to my responses by tailoring them to the specific needs and preferences of each client. In order to provide more relevant and personalised information, it is important to analyse queries and gain a clear understanding of context. Reflecting on this module, there are several ways in which I can improve my practice as a counsellor using what I have learned. It is highly important to be able to prioritise sources of information. It is also important to note that flexibility and adaptability are important lessons to adhere to from the contingency approach. To ensure accuracy and relevance in an environment that is rapidly changing, it is imperative that my knowledge is continuously updated. 
Contingency theory emphasizes the importance of adapting counselling techniques and strategies to meet the unique needs and circumstances of each individual client.
First and foremost, the contingency approach highlights the significance of understanding and assessing the specific needs and characteristics of each client. This means that as a counsellor, I need to enhance my skills in conducting thorough assessments and gathering relevant information about my clients. By doing so, I can gain a deeper understanding of their background, experiences, strengths, challenges, and goals. This information will enable me to tailor my counselling interventions and approaches to best meet the clients' individual needs. 

Contingency approach also emphasizes the importance of flexibility and adaptability in counselling. It recognizes that different therapeutic techniques and interventions may have different effects on different clients. Being open-minded and willing to modify my approach based on feedback and progress is essential for me as a counsellor. As part of this endeavor, I may have to assess and evaluate the effectiveness of my interventions on an ongoing basis, as well as be willing to try new strategies in the event that they are not working. 
 
A key component of the contingency approach is the recognition that external factors can significantly influence an individual's experiences and well-being, such as cultural background, socioeconomic status, and environmental factors. In order to be an effective counselor, I must evolve my cultural competence and sensitivity skills. This involves continuously educating myself about different cultures, belief systems, and social contexts to ensure that my counseling practices are inclusive and respectful. By doing so, I can create a safe and supportive environment for clients from diverse backgrounds. 
 
I can also enhance my counselling practice in broader areas besides these specific improvements based on the contingency approach module: 
 
1. Continuing Professional Development: As a counsellor, it is crucial for me to engage in ongoing professional development to stay updated with the latest research, theories, and best practices in the field. This can involve attending workshops, conferences, and training programs, as well as reading relevant literature. By continuously expanding my knowledge and skills, I can provide more effective and evidence-based counselling services to my clients. 
 
2. Self-Reflection and Supervision: Reflecting on my own practice and seeking supervision from experienced professionals are essential components of professional growth as a counsellor. Engaging in regular self-reflection allows me to critically evaluate my strengths and areas for improvement. Seeking supervision provides an opportunity for me to receive feedback, guidance, and support from a more experienced colleague or supervisor. This collaborative process can help me identify blind spots, enhance my skills, and ensure ethical practice. 
 
3. Building Therapeutic Relationships: The quality of the therapeutic relationship between a counsellor and client is a significant predictor of successful outcomes in counselling. Therefore, it is crucial for me to prioritize building strong and trusting relationships with my clients. This involves actively listening, demonstrating empathy, showing genuine care and respect, and maintaining appropriate boundaries. By fostering a positive therapeutic alliance, I can create a safe space for clients to explore their concerns, share their experiences, and work towards their goals. 
 
To further enhance my practice using what I have learned from the contingency approach module, I would also focus on improving transparency and accountability.
 My clients should be aware of/have a clearer understanding of my services breakdowns of my billing. By providing explanations along with clear breakdowns of what is available, clients can make more informed decisions about the services they require or information they wish to receive. 
Aside from these improvements, I would also invest in ongoing research and development to explore new techniques and technologies. This may allow me to provide a better mental health care infrastructure, stronger counselling for both existing and potential new clients.
BY implementing some or all of these processes, I will be able to ensure that my service is of a higher quality and more useful to my clients. As a result of reflecting upon the contingency approach module, I have gained valuable insights into how to improve my practice as a counsellor. My ability to provide more effective and tailored counselling services as a counsellor is enhanced by developing effective assessment skills, being flexible in my approach, developing cultural competency, participating in continuous professional development, practicing self-reflection and seeking supervision, and emphasizing my client's therapeutic relationship.





Conclusion

  
Adapting the contingency approach model to support overall business strategy at each stage requires a tailored approach that takes into account the specific needs and challenges of each stage. In addition, there is no universal approach to effective management. Instead, there is an understanding that, by aligning staff performance management practices with the business life cycle, organisations can optimise employee performance and contribute to their long-term success by maximizing employee performance. As well as adapting management practices accordingly, it requires an understanding of the unique challenges and opportunities at each stage. 
In all phases of the process, it is essential that the organisation provides clear communication, regular feedback, and opportunities for employees to develop their skills and knowledge. The organisation should also establish a culture of accountability, in which employees are held accountable for their performance and are recognized and rewarded for achieving their goals. As a result of the contingency approach model, we are able to gain a better understanding of the different stages of the business life cycle and how performance management should be tailored to each stage. As a result of understanding the specific needs of each stage, organiations can develop performance management systems that are effective and contribute to the achievement of their goals and objectives.
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