
Introuction
According to CIPD (2020) if people are the greatest creators of value in organisations, then good performance management is critical for an organisation’s success. 
This essay will aim to demonstrate an understanding of what Performance management is, examining the benefits to organisations and employees, and will also include and example of ways to develop an employee with an example of a pdp plan for a line manager and rationale explaining the process.  

What Is performance Management?
There are several definitions by various research as to what performance management is, Armstrong (2015) defines that it is the continuous process of improving performance by setting individual and team goals which are aligned to the strategic goals of the organisation, planning performance to achieve the goals reviewing and assessing progress, and developing the knowledge, skills and abilities of people, with CIPD (2009) defining it as a process which contributes to the effective management of individuals and teams in order to achieve high levels of organisational performance, and according to Varma, Budwar and Dennis (2008) a performance management system is a predetermined set of guidelines given to employees to enhance their understanding of the company and their roles in the company. 
At its best performance management is a set of processes centred on two-way discussion with regular feedback of progress towards objectives. Effective performance management include development and learning, performance measurement and relying on both formal and informal processes (CIPD, 2020) 
What are the aims and objectives of Performance management?
According to Armstrong (2006), with a framework of effective leadership establish a high-performance culture with individuals and teams taking responsibility for their continuous improvement of their own skills and contributions.
Hawkes (1998), suggests that the objectives are to sustain employees to find knowledge and skills to do their job well, encourage in the ability of improved standards of work performance of an employee, for employees to work towards strategic goals, and get regular feedback on performance and to achieve personal growth through accruing sufficient knowledge, skills ad attitude.


Whys is it important?
 A good performance management system can assist HR/Managers to identify and address issues as they arise, by using various tracking mechanisms and allowing managers to monitor the performance of employees. A good system proactively involves employees in the goal setting processes, consisting of regular feedback allowing managers address problems quickly, keeping employees motivated and on track improving employees engagement. 
Research by Gallup (2016) revealed that employees that received regular feedback on their strengths are on average 8.9% more profitable.




How has performance management changed and what does the performance management process look like today?
Google who has been named best company to work for several times by Fortune Magazine and Great Place to work institute, they have become well known for their unique work culture and development policies.  They restructured their performance management strategy using people analytics to navigate their management practices, nothing is done on gut feeling or in accordance with outdated HR policies which many company still use to this day. Data informs all its decisions. Google is very aware that happier employees benefit the company greatly, google employees outranked every other company employee in terms of monetary value. The average google employee generates more than $1.2 million in revenue each year, in comparison to Yahoo $449,00 and Microsoft $783,000.  Googles performance management strategy is focused on and invested in its managers, launching “project oxygen” to assess how its managers were doing, suggesting future training and coaching when inadequacies were discovered by the performance management process.  Project Oxygen highlighted traits that google managers must have, were to be a good coach, empower their and not to micromanage, express interest in team members, be productive and results orientated, be a good communicator and listen to your team, help your employees with career development, have a clear vision and strategy for the team. Accountability in google is with the manager so if a set goal is failed its seen as management failure. Google also use a system called OKRs (Objective and Key Results) to make goals and track progress, their ambitious but measurable objectives. OKRs for an employee are picked, they then select ‘key results’ towards the Objective, an effective tool to track performance and measure success. 


Performance management cycle

performance management cycles improve a company’s overall success. 
These work in two unique ways: 
· They help boost engagement by enabling employees to reach their potential and have greater involvement in their professional development.
· They help increase productivity by aligning the work goals of each employee with the strategic goals of the organization. 
Close collaboration between employee and manager, plenty of feedback, opportunities for growth, and recognition for good work are attributes of performance management cycles.
And, all are shown to have a positive impact on employee engagement. Therefore, it helps to think of a performance management cycle as part of an overall performance management framework for your organization. 

Although there are plenty of variations to the process, most companies use a performance management cycle consisting of four distinct phases.
Planning
The planning stage is setting goals and defining SMART metrics.  In the planning stage, the groundwork for success is laid down. Before management talks to the employee, the management team should meet and decide the organization’s goals and objectives for the year.
This involves the overall strategy for the business, but also the personal objectives for all employees and teams, including development goals, specific tasks, targets, actions and behaviours.
Without that crucial information, any planning with employees will not be effective.
Once the management team knows the details of what they want the employee to achieve, it is time to meet with the employee and make a strategic plan for the year.
This should be a collaborative process, as an employee who understands why they are being set specific goals and tasks is more likely to be invested in succeeding at them.
In this meeting, the goals should be clearly outlined using the S.M.A.R.T. method.
SMART goals are:
· Specific - The goal is clearly outlined, with detailed information such as what is to be achieved, how well it must be done, and why it is important.
· Measurable - The goal must have a definite and measurable indicator to tell if it has been achieved.
· Achievable - While the goal should stretch the employee, it should not be so lofty as to not be realistically achievable at all.
· Relevant - The goal is in line with both the employee’s job and the overall goals of the organization.
· Time-bound - There should be a definite timeline as to when this goal should be completed.
Each of the employee goals set should align with the organization’s goals and contribute to achieving them. Making sure that those goals align will ensure a cohesive overall strategy.
In setting these goals, management can also put in place employee development plan.
In the beginning stage of the performance management cycle, management gets an opportunity to identify areas of training and development in which an employee needs to strengthen and set goals that will achieve that.
Creating an employee development plan will demonstrate that management is actively working with the employee to assist them in becoming a more skilled and valuable player in the organization.

Monitoring 
monitoring is a key function in achieving the goals set out in the planning stage.
The monitoring will not be as effective, however, if it is only done once or twice during the year. It is advised that management meets with employees on a monthly or quarterly basis to check in on progress, offer help if needed, assist in solving any problems that might have arisen, and adjust goals, if necessary.
In a yearly goal setting, problems often arise from poor planning and a lack of motivation. Having a large, far-off goal can be intimidating, or can seem so far off that the employee does not take the proper, actionable steps.
Breaking the goal down into monthly subgoals can smooth the process, giving the employee a more manageable task.
In holding monthly or quarterly meetings with the employee, management can more easily oversee this process.
Organizational goals can also shift during the year, and more frequent meetings can allow for new goals to be introduced that align more properly with organizational objectives.

Reviewing At the end of the year, the management and the employee meet to review the previous year and see if goals were met.
This is another opportunity to build a collaboration with the employee. The more involved they are in the other stages of the performance management cycle, the more motivation they will have to continue working diligently to achieve their goals and those of the organization.
If proper monitoring was done, the management will have already had a good idea of how well the employee did during the year. The review is a chance for management and employees to evaluate both the result and the process itself.
This evaluation should include questions such as:
· Was the original goal realistic?
· Was the goal in line with the organization’s objectives?
· Did the employee gain useful experience or skills?
· How well did the employee complete their tasks?
· Did the organization offer the proper support to achieve the goal?
· In what ways could future goals be set differently to ensure success?
· What aspects of this process could be streamlined or improved?
The employee can present their perspective on how well they did during the year and receive feedback from the management team on how well they met or exceeded their goals. If there have been performance issues during the year, this is where they can be brought up. It is recommended that if issues are being discussed, possible solutions are also presented.
This is also a space in which future development opportunities can be discussed, as well as bonuses or compensation increases.

Rewarding
The final stage of the performance management cycle plan is the reward. This is a stage that cannot be overlooked, as it is the one that is the most important for employee motivation.
Employees who do not receive a proper reward after a year of striving to meet organizational goals, and succeeding in doing so, will lose motivation for the next year. They might lose faith in their organization, feel that their talents are not appreciated, and begin searching for another job.
When management fairly rewards employees and gives them recognition for their efforts, they are ensuring that those employees will continue to work hard to achieve organizational goals.
These rewards should be merit-based. Employees will recognize who amongst them has put in the effort, and if they see colleagues rewarded without cause, they could lose motivation. Conversely, when employees see a high-performer get a handsome reward, it demonstrates the value in putting in that extra effort.
Some rewards that might be offered are:
· An increase in compensation
· A one-time bonus
· Increased vacation time
· Special projects
· A promotion
· A positive written review
· Company-wide acknowledgment
After the reward stage of the performance management cycle model, the management team and the employee can choose to meet one final time, to review the cycle as a whole. This is a chance to bring up any issues that might have arisen and begin talks about the next year’s goals.
Then the cycle begins anew.











Benefits to Organisation
Can Highlight training gaps and where further training is needed
Boosting employee morale in return higher productivity and performance
Can Identify the right emloyees for poromotion
Boost employee retention/reduceds employee turnover
Employees have more autonomy to manage their responsibilities


Benefits to Employee


Coclusion


Pdp Plan
Why are pdp appraisails effective ….. example of pdp plan I appendices … taken from pdp example 


