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Introduction
This report is focused on the performance management concept, and it is built to show exactly how an efficient performance management can improves a company, as well as an individual. The report will be divided in two main parts. The first part of the report will start with various definitions of the performance management, with the purpose of showing different perspectives, then it will continue with a critical analysis where two aspects will be discussed, the positives and the negatives of the performance management. Lastly, in the first part of the report there will be analysed the benefits of a good performance management for the organisation as well as for the individual. On the other hand, the second part of the project will show how a Personal Development Plan will look like for a team leader, and one of the objectives will be further explained. Based on all of the evidence acquired, the end of the report will present a couple of conclusions as of why the performance management is a great tool and what are its benefits. 
Performance management – definitions
One of the most noticeable definitions of Performance management was given by Armstrong (2006) who sees the performance management as a systematic process which is meant to maximise the organisational performance by rising employees’ performance. In other words, Armstrong considered that the organisational performance is dependant of individual performance, and the performance management is built to assure that the individual performance is constantly improving. 
Another definition of performance management was given by Lockett (1992) who considered that the individuals must work towards performance with competence and commitment and must be able to share the same goals with the organisation that they work for. This means that the performance management cannot be possible without employees that share the same vision as the company.
A third perspective towards performance management is provided by Mohpman and Mohrman (1995) who thought that the performance management meant business management as a whole. This translates into the fact that a business cannot be properly run or improved without a good performance management. 
From all three definitions can be easily deducted the fact that the performance management is crucial for a company’s performance and improvement, but, as Armstrong (2006) and Lockett (1992) point out, the performance management is based more on the employees and their wellbeing, to ensure the proper work conditions for them in order to be able to see the company’s performance increase.

Performance management – pros and cons
As defined above, the performance management is a process that involves not only managers, but employees as well and it is important to weight the advantages and disadvantages of every project, especially since there are multiple parts involved (Lebas, 1995).
The advantages of an efficient performance management are multiple. According to Chron (2021), the fact that performance management offers an objective criteria to evaluate employees is a great advantage because in this way every manager in impartial, the feedbacks are accurate and there is no place for any favouritism. According to Hoopla (2020), one of the many advantages of project management is the fact that managers are able to identify potential in the employees that have the same objectives and beliefs as the company that they work for, and this is important because it allows companied to have staff that is preoccupied for the overall good of the business and will be more productive and more invested in the work that they are doing. At the same time, Management Training Institute (2021) argues the fact that a positive aspect of performance management is the fact that it can praise the good work of the employees and that they can be helped to touch personal objectives and grow within the same company. This idea is backed up by Indeed (2021), who considers that the performance management can support the employees and be more flexible with their needs, and this helps to reduce the stress at work and allows employees to focus on providing good quality work.  With other words, the performance management is focused on both employee wellbeing and company objectives, but its major advantage is that it allows employees to grow alongside the business and their work and effort is constantly being recognised. 
On the other hand, there are voices that express concern in regard to the performance management’s efficiency, as there are major disadvantages as well which are not actually well-known and can be argued that the general view over the performance management might be misleading (Aguinis, 2019). On this note, Moynihan (2008) believes that the performance management is an ambiguous procedure, without a clear objective other that increasing the revenue, and it is only superficially focusing on the employees, only as long as the employees’ needs are matching the company’s plans. At the same time, Sutton and Wigert (2019) both agree that the performance reviews that are made due to performance management are often quite bad, and they tend to do more harm than good because the managers that complete them are focusing on negatives and they fully criticise a person who did not achieve the company’s targets, without providing the necessary support to improve the situation. Clarke (2020) also highlights the fact that performance management is creating a hostile environment where the employees are competing against each other to receive positive feedback in front of the others. Apart from all these disadvantages, Nirupama (2017) also brings into discussion the fact that the performance management is very expensive and time consuming. This means that a lot of work is needed for the performance management to work, and it requires patience and time, but most important aspect is that the time that the employees are taking for doing trainings, workshops and even one-to-one meeting is taking them from actually working, which for the companies, this is considered to be a huge loss.
The conclusions of this chapter are that even though the performance management is considered to be one of the best management tools available and many companies are focused on investing in their employees, this process is very expensive, and require a lot of resources and effort, and sometimes it can have a negative impact on the company and its employees, especially if it is not done as it should be. 
Benefits of performance management over organisation
In a 2017 survey, Deloitte found out that 90% of the companies that participated in the research saw positive improvements after they started to invest in a performance management programme and the employees of those companies stated that they felt a much more important connexion with the company and they work life improved as a whole, and the companies saw improvements in important statistics such as employee retention, absenteeism or productivity. 
Foulis (2021) is saying that performance management has a huge benefit for any organisation because it helps to identify potential risks that the company might have. This refers mainly to the managers being able to identify the under-performing employees and find the root cause of their situations. Sometimes, the employees might be stressed or over-worked, and by being able to identify the actual problem is beneficial for the companies as they will be able to action accordingly, without putting the company at any risk. 
At the same time, Chrisos (2020) is adding the cost efficiency element into discussion, saying that performance management, no matter how costly it is, it is more efficient than having no plan. This is referring mainly to situation where no matter how much trainings and coaching is offered to an employee, the progress cannot be seen, and that employee is becoming a liability, and human resources and financial resources are lost without getting anything in return. In this situation, it is considered by the source that the performance management is helping managers to identify these situation before losing too much effort and helps them focus on the employees that are constantly proving that they put everything that they have learned from training and coaching into practice.
Udeen (2021) also considers that the performance management has huge benefits for companies that practices it. In this situation, the source is referring mainly to the fact that a company that practices performance management continuously is more adaptable and resilient than a company that does not have strong performance management in place. This means that a great performance management is helping companies to see the natural path in evolution and is preparing the employees accordingly to be able to sustain the change and to make every transition easier. 
One last important benefit is presented by Maier (2019) which considers that performance management has a positive impact over employee retention. This means that if an employee is happy at the workplace, has opportunities to grow, it is encouraged and helped, that employee will be more likely to stay at the same company and will not actively searching for other companies to work for. 
The conclusions for this chapter are clear – a company that is constantly using performance management in the day to day work it is likely to see benefits like the one states above. The company will be able to save money, will be able to have loyal and happy employees and will be one step ahead any risks might raise from the employees. 
Benefits of performance management over individuals
After the benefits of performance management over organisations have been demonstrated, it is important to focus the discussion on the benefits over individuals, as they play an important role within the performance management process and it was mainly created to help them help the company, as previously presented. 
Jones (2016) considers that the employee must have the opportunity to express their concerns, as well as to receive constant feedback to help them improve. The same source is saying that the major benefit that the performance management has over individuals is the fact that they have plenty of opportunities to hear and be heard, and this impact them positively as constant communication, formal or informal, is available at the workplace. This can also help to build relationships at work and overall improve the employee’s engagement. 
Kluwer (2015) sees a major benefit the employee’s motivation. The source is saying that the reward policies that come from the performance management can truly motivate any individual to work, because the individual will feel like they are working for something and will look forward to achieving whatever goal they might have. At the same, even the fact that the individuals receive constant feedback can be seen as a motivator factor, because it pushes the employees to be better and do better.
Profit.co (2021) is also saying that a good performance management can make the employees to always set up goal for themselves, which will make them achieve more in both work like and personal life and it will make them be more organised and less stressed. The source also argues that the employees are encouraged through performance management to work smart and to always look for something more to achieve and it promotes a constant growth. 
As it can be seen, the employees have a lot of benefits from working in a company with a great performance. The employees can feel appreciated and heard, can developed meaningful relationships, can become more motivated in their life and they can set up goals for themselves and overall can have a stress-reduced life and a healthier life. 
Performance Management examples
Deloitte is one of the companies with a great performance management that succeeded, in the last couple of years, to create a performance system that proved to be beneficial for its employees (Jogi, 2021). The program was based on a research from within the company that concluded the fact that the employees were not engaged enough as they felt that their reviews were rather objective than subjective and they were treated like numbers, not humans. The new performance management system of the company took into consideration the employees’ feeling and it was built to be subjective in every matter and treat each employee based on its own progression, goal, and skillset. 
At the same time, Microsoft was one of the companies that lacked to engage its employee when the company was using an old performance system, but since the departure of the last CEO, the company is now thriving in performance and has happy and motivated employees that are reviewed every 2 weeks so that they can have all the support that they need to improve (Reflektive, 2018).

Conclusions
From the definitions provided it can be concluded that the performance management is a two-way type of management, where the employee’s wellbeing is as important as the company’s profits and revenue, and one cannot exist without the order. At the same time, there are exist disadvantages as well, mainly because some consider that the typical processes of performance management can be too ambiguous or they can create sources of conflict, especially because of the reward or the fact that some employees are getting more rewarded than others. These disadvantages were actually dismissed by the benefits of the performance management, as it was proved that following the same process for everyone can make the process be fair, without any judgements. Apart from that, performance management has other benefits for the company such as cost saving, building an adaptable workforce and the identification of potential business risks. Moreover, there are impressive benefits for the employees as well, as they can have the opportunity to say they opinion and share new ways to improve, as well as they can learn how to set up new goals and to live a healthier life, far away from the stress caused by being unhappy at work.  At the same time, the Deloitte and Microsoft examples showed that a company can thrive if it is using a good performance management program that is inclusive and that can make every employee feel valued and hear.
In conclusion, if the performance management is used right, it can be a very useful tool which can improve the employees’ attitude towards the workplace and boost the company’s productivity and profits.

Personal Development Plan
The following Personal Development Plan is created for a team leader who have recently been participating in a Performance Review and is looking to improve. 
Objective/Area of Development	Measure	Priority	Support and Development.	Internal/External	Review Dates	Other Comments
Efficient 	1-2-1’s	The employees will be more productive in their work and will provide more useful feedback	Important	Further training in how to improve 1-2-1’s meetings, prepare the questions in advance, extensive training in becoming a more active listener	Every 3 months, as the meetings must be kept at least once a month for every employee	
Become a coach	It will increase employees’ motivation to do great work and be productive	Important	Support in time management and coaching, doing the job with the employees so they can become more motivated	Every 6 months, as it takes time to increase motivation	
Identify leaders from the team	Some employees will start taking more responsibilities at the workplace	Medium	Constant feedback from employees and teamwork activities to identify potential leaders	Once per year	

The most important objective is to learn how to conduct effective one to one meetings with the employees. This is important because it can make the employees feel listened and they can have an opportunity to create a meaningful relationship where they can feel safe to share an honest feedback which is essential for the future improvements plans of the company. It will be measured by how the feedbacks from the employees are changing and become more useful, and the employees will also become more productive. It is important because if the employees don’t share their feelings, it can mean that they do not care enough or that they are not heard, which makes the performance management difficult to perform. The team leader will need extensive training in how to conduct 1-2-1’s, the team leader will need to be fully prepared with questions before the meeting, and it will also have to undertake further training in active listening. The efficiency of the meetings will be reviewed every 3 months, because the team leader will need to conduct them at least once a month with each employee.
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