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2.0 Executive summary




Performance management has been more fluid in recent years, with many organisations shifting away from the traditional strategy of annual appraisals and toward more adequate communication.
This essay will explain what performance management is and also the advantages and disadvantages the process has in relation to organisation but also how can benefit to the employees.
Performance management aims and its components are also going to be discussed.
The essay concludes with a final statement that explains if performance management benefits or not both to the organisation and employees.









3.0 Introduction



Organizational success is built on an effective performance management strategy, which aligns employee efforts to company goals and objectives.
Performance management is define by M. Armstrong as 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 and abilities of people.  (M. Armstrong, 2015) 
Lockett (1992) gave another definition of performance management, stating that individuals must work toward performance having knowledge and dedication and that they should always be willing to share the very same goals and aspirations as the organisation they work for. So put in another way, without employees who share the company's goal, performance management cannot take place. (Lockett, 1992)
Walters also defines the performance management as being the process of directing and supporting employees to work as effectively and efficiently as possible in line with the needs of the organisation. (Walters, 1995)
In other words the systematic process of increasing organisational performance through the development of the individual’s performance and teams is what is meant by the term "performance management." Managing performance within a predetermined structure of agreed-upon defined objectives, guidelines, and skill criteria helps the company, teams, and individuals produce better results.


4.0 Findings 

4.1 Performance management aims

People and teams are expected to take responsibility for the ongoing development of business processes and for their own contributions within a framework given by good leadership in performance management. Its primary goal is to direct employees toward achieving the appropriate steps by setting defined goals.
Part of performance management is: training, empowering, rewarding, and also motivating employees to do their best.
Performance management process can be costly and time consuming so it has to be ensured that Individuals and teams are encouraged to use their full potential to enrich not only themselves but the organisation.
Future performance planning and improvement rather than retrospective performance evaluation is the focus of management in the field of performance As a proactive, ever-evolving process, it allows for regular, continuous interactions between managers and employees on how to meet and exceed individual performance and company objectives.
Having a team leader job challenged me to think of ways of improving my team efficiency and their engagement also.
In order to do that I initiate monthly surveys so that the employees can speak up about the problems they are facing and new ideas they can come up which have been passed on to my managers and helped us plan and organise better.
However, performance management is a crucial aspect of the incentive system since it provides praise and recognition and provides chances for improvement. It may be linked to compensation based on performance or contribution, but its growth potential for growth is even more significant.
Rewarding and motivation are one of the most important things for employees so every month I would bake something for them or buy sweets just to tell them how much I appreciate their hard work and engagement. 
For the employee of the month was also something they can benefit one month, such as special parking spaces or their picture on the wall of honour. 






4.2 Advantages and disadvantages for organisation

Performance management has both advantages and disadvantages.
The benefits of an effective performance management system are numerous. If a company uses accurate indicators to evaluate its personnel, it has a big advantage since managers can be neutral, the feedback is correct and there's no room for favouritism. ( Cron, 2021).
As Hoopla (2020) states, performance management has many advantages, including the ability to recognize potential in employees who share the same goals and values as the company they work for. This is critical because it allows businesses to hire employees who are focused on the company's overall success and are more efficient and engaged in their tasks.
There are other benefits in performance management implementation such as:
· Boost of employee involvement and motivation 
· Recognize and seize chances for growth and advancement
· Establish clear expectations and goals 
· Talent retention improved 
· Rewards employees for a well-done job
· Underlines the need for more training
· Recognize and exploit chances for growth and advancement
· Recognises potential hazards and dangers
· Improved overall profitability and performance



However, there are also disadvantages in performance management such as: time consuming, costly can also present concerns planning related, misleading or unclear objectives. 
Performance reviews formed due to operational planning tend to be pretty bad, and they appear to damage more than improve because the managers who perform them are concentrating on disadvantages and thoroughly criticising a person who did not fulfil the company's goals, without providing the necessary resources to improve the situation, as both Sutton and Wigert (2019) agree. Another problem with performance management is that can create a toxic workplace where individuals compete to earn good evaluations in front of other employees.

It is essential to manage employees' performance to get the most out of them. As a matter of fact, it's a well-known assumption that people are the most valuable asset of any organisation.
Any business that does not have highly motivated and engaged employees will fail to achieve success and will never realise its full potential.
The results of a 2017 survey conducted by Deloitte revealed that 90 percent of the organisations that participated reported an increase in employee engagement as a result of changing the way they viewed performance management but also in absenteeism, productivity and employee retention.
Performance management will require a continual approach in order to provide the appropriate amount of support for employees' well-being, which will need to be implemented into goals and objectives.
Chrisos (2020), on the other hand, is introducing a new dimension to the debate by stating that performance management, no matter how expensive it may be, is more efficient than going without a plan.

When establishing performance management in an organisation, there are several disadvantages to consider such as:
· Employees may choose to resign if they believe their results are unreasonable
· Time consuming
· Employee morale can suffer as a result.
· Employees demotivation
· Employees get dissatisfied with their jobs and become dried out

In conclusion, a corporation that consistently employs performance management in its day-to-day operations is more likely to reap the benefits described in the preceding paragraph. The company will be able to save money, will be able to retain and motivate its people, and will be one step ahead of any hazards that may arise as a result of the employees' behaviour.
Employers and employees must work together to develop and implement effective strategies in order to get the greatest possible results.


4.3 Performance management advantages for individuals

Performance management has advantages for both managers and employees, which is important because contented people are the key to a successful organisation.
Individuals advantages are:
· Highlights what the company expects of its employees
· Busts the opportunities for self assessment 
· Defines the responsibilities of the work and benefits to performance improvements
· Career routes are well defined, and job satisfaction is encouraged.
A high-performing organisation has several advantages for its employees, as can be seen from this list. Employees will experience less stress and better health if they feel valued and heard, create meaningful relationships, and set personal goals as a result of this programme.
4.4 Performance management objectives

Clearly defined objectives, regular evaluations of individual performance, and an understanding of the company's requirements can all aid in the identification of corporate competencies and major skill gaps, which can then be used to inform the development of training and development plans for employees.
Performance management systems that are effective can accomplish two main objectives.
1. Objectives of the evaluation
· By determining whether or not a worker is ready to assume more responsibility 
· By giving employees feedback on their existing abilities and the need for growth
· by connecting the scope of promotion incentives, prizes, and career growth to the performance of employees

2. Development objectives
Based on the results of the evaluation and diagnostic of individual and organisational competencies, the development target is achieved by specifying the training needs of the personnel
Counselling and coaching improves the performance of employees while also enhancing the relationship between supervisor and subordinate, as well as winning the trust of employees.

4.5 Performance management components


When it comes to performance management, it is the process of creating a work environment in which employees can perform to the best of their ability.
When a job is defined as necessary and expectations are communicated to the employee, the beginning of a working system has been established ( Den Hartog et al 2004)
A performance management system consists of the following components:
· A well-defined job description
· The proper method of recruitment
· Performance criteria, results, and measures that are related to specific accomplishments
· Feedback and coaching
· Compensation and recognition system which is efficient
In terms of employee motivation and retention, employment and career advancement opportunities are critical (Den Hartog and Verburg, 2004).
One of the most essential components in employee motivation is the potential to grow and develop further through training and development opportunities.
Employers that want to establish a great, high-performing team in today's competitive business environment must consider the following factors:
· Construct an organised, recorded, and systematic hiring procedure
· Ensure that the interests of the high-performing workforce are aligned with the aims and desired outcomes of the organisation by providing the direction and management necessary.
· Provide regular feedback 
· Maintain regular performance appraisal meetings that connect goals, metrics and objectives.
· Reward and recognition for a job well done.

5.0 Conclusion

Performance management is a two-way type of management, in which the employee's well-being is as vital as the company's earnings and income, and one cannot exist without the other. Because performance management systems might be confusing or conflict-inducing, there are also certain drawbacks, notably due to the fact that some employees may be given more monetary compensation than others.
In the end, the advantages of performance management overshadowed these drawbacks, since it was demonstrated that using the same process for everyone ensured a fair and judgment-free process. In addition, performance management has other advantages for the organisation, such as cost-saving, establishing a more flexible workforce, and evaluating possible threats.
Competitive advantages can be gained through good performance management.
A company's performance management system must serve as both an evaluation and a strategy mechanism in order to accomplish its objectives.
In conclusion, if performance management is implemented correctly, it may be a highly valuable tool for improving employee attitudes toward their jobs while also increasing the productivity and profits of the organisation in question.



6.0 Apendices



Any managerial position necessitates the acquisition of leadership skills. Leadership training may help you be the greatest leader, regardless of whether you have a huge team or have just hired your first employee.
A solid foundation of leadership training can assist you in successfully directing your team toward success.
This is a critical component in achieving your objectives.
6.1 The importance of job description

Job descriptions play a key role in the creation and implementation of an employee's growth plan.
A job description serves as a foundation for an employee's personal and professional development, as well as the organization's success.
Creating a job description is an excellent way to communicate clearly about the trajectory the firm is heading, to explain to employees where they fit into the greater picture, and to identify goals for staff.



6.2 Development plan

The following development plan is for a team leader that just been promoted. The employee will attend few training courses in order to learn and develop necessary skills in order to perform his job as good as possible.

	Objective/Area of Development
	Measure
	Priority
	Support and Development.
Internal/External
	Review Dates
	Other Comments

	Digital leadership skills 
	Employee knowledge will be assessed through regular tests
	High importance as the organisation is going more and more digital. 
	The employee will attend a 10 days digital course in order to learn the operating system and also syncing up calendars, and all the digital tools they need to perform the job at the highest standards
	Knowledge reviews every 3 months by line manager.
	Line manager will contact a IT teacher so that the employee can have the accurate information from a specialised person

	Public speaking course
	 Employee will have to attend a public speaking course of 8 hours in 2 weeks 
	Medium importance
	It will teach the employee tricks about how to behave in a meeting/start of shift brief. (words to use or not to use, body language and also self confidence)
	The employee will have to do a PowerPoint presentation and present it in front of the management team so they can provide feedback.(every 6 month)
	On line course that will be attended from home.

	Problem solving course

	The employee will take regular tests every 3months in order to see his progression
	Medium importance
	Internal training with an expert in problem solving matter.
	 The course will be once a year.
	Employer will obtain the funds for the course.



Training is defined as the act of increasing the knowledge and skills of an employee for performing the job assigned to him.
Programs of training and development are required at all levels of the business in order to achieve qualitative improvements in the quality of the employee’s work.
To achieve the best results as a leader, you must first train yourself in several areas, as well as learn and build your abilities.
The three training courses have been selected since they are among the most critical things to consider when leading a team.
Digital skills one is been chosen because regardless of their physical location, employees can interact, communicate, and connect in a digital workplace environment by utilising a variety of digital technologies. Many components are required to suit the needs of the worker and allow them to access their workspace from anywhere, anytime, and on any device: technologies, apps, data, tools, and collaborative capabilities.
The course consists in 10 days (3hours each) time in which the employee can learn all the digital information about the operating system from a professional IT teacher.
Every 3 months will be assessed in order to see if he is able to use them properly and if more information are needed.
As a leader you need people skills as you need to be ready to deal with lots of problems and questions but also need to talk to your team in order to inform them about all the request and changes that are taking place. To be able to do that at a professional level the team leader will attend a public speaking course so he can gain knowledge and confidence.
In order to test his skills the employee will participate at different meetings and every 6 months needs to have a PowerPoint presentation in front of his superiors that can give him tips and feedback.
Another important skill the employee will need to improve, is problem solving. Being a team leader can be very challenging as you are working with people from different cultures with different status and capabilities.
The course will be attended in the work place with an expert in problem solving that can teach the new team leader ways of solving the problem in a easy manner but also with confidence that is crucial to be passed on to the team.
Course will be once a year as improvements are needed constantly in all the areas.
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