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Executive summary
Performance management is essential for organisational success, encompassing elements such as goal setting, feedback, motivation, and leadership (CIPD, 2022). Individual performance assessment provides clarity and direction, but challenges exist in establishing a direct link between individual performance and organisational outcomes (Armstrong, 2021). Traditional methods like annual reviews are deemed ineffective, promoting a shift towards team-oriented strategies to enhance collaboration and performance (Woolston, 2019; Capelli & Tavis, 2016). Research indicates that setting challenging team goals leads to better performance outcomes compared to individual goals (CIPD, 2023).
Team-based goal setting fosters collaboration, communication, and shared commitment among team members, driving higher productivity and innovation (Thomas, 2023). Effective teams are characterised by shared purposes and clear goals, ensuring mutual accountability (Biech, 2001). Interdisciplinary collaboration within teams leverages diverse skills and experiences, promoting effective decision-making processes (Shah et al., 2023). Training and development initiatives are crucial for enhancing teamwork, communication, and leadership skills within the organisation (CIPD, 2022). 
Establishing performance metrics that assess both individual contributions and team outcomes is essential for evaluating team performance (CIPD, 2022; Marriage & Kinnear, 2016). Recognising and rewarding collaborative efforts reinforce a culture of teamwork and mutual support (Gifford, 2024; Thomas, 2023). Continuous feedback and improvement foster a culture of learning and development within teams (Woolston, 2019; CIPD, 2022).
Aligning team goals with patient-centred care ensures that efforts contribute to patience satisfaction and service effectiveness (Hodder Education, n.d; CIPD, 2022). Regular evaluation and adjustment of team goals based on feedback and performance data are crucial for maintaining relevant and achievability in dynamic social care environments (CIPD. 2022; Shah et al., 2023; Baldwin, 2020).





Introduction 
Performance management is pivotal for organisational success, encompassing various elements such as goal setting, feedback, motivation, and leadership (CIPD, 2022). Gifford (2024) asserts that individual performance assessment serves as a cornerstone, offering clarity and direction by setting out performance expectations and enabling feedback, development, recognition, and accountability. At it’s core, individual performance management aims to refine performance by defining standards, setting objectives and facilitating skill development (Armstrong, 2021).
However, despite the emphasis on individual performance, challenges persist in establishing a direct link between performance management practices and organisational outcomes (Armstrong, 2021). Woolston (2019) highlights the limited success of traditional methods like annual reviews in driving productivity, advocating instead for ongoing feedback as a foundation for effective management.
Transitioning away from individual-centric approaches, such as forced ranking, towards team-oriented strategies is advocated to foster collaboration and enhance performance (Capelli & Tavis, 2016). Gambill (2023) underscores the importance of aligning individual goals with team objectives for enhanced engagement and performance. 
Moreover, team performance emerges as a critical determinant of organisational success (Marriage & Kinnear, 2016). This underscores the significance of evaluating team performance to identify areas for improvement (Marriage & Kinnear, 2016). CIPD (2023) emphasises the effectiveness of setting challenging team goals in improving performance, noting that team-level goals can lead to even greater performance outcomes compared to individual goals. 









Main Findings 
Employee performance is a critical factor in organisational success, alongside aspects such as goal setting, feedback, motivation and leadership (CIPD, 2022). Gifford (2024) continues that assessing individual performance provides clarity and direction by outlining performance expectations, facilitates feedback and development, enables recognition and reward, and promotes accountability and transparency.
At an individual level, performance management aims to enhance performance by defining standards for excellence, establishing objectives, facilitating skill development, pinpointing areas for improvement, and devising strategies for enhancement through performance improvement plans, personal development plans, and coaching (Armstrong, 2021). However, Armstrong (2021) argues that the issue with individual performance management lies in its difficulty to establish a clear link between performance management practices and organisational performance. Armstrong (2021) continues that despite efforts to define standards, set goals, and facilitate skill development, determining the direct impact of performance management on organisational performance is problematic due to challenges in establishing a cause and effect relationship. 
Despite the renowned emphasis on individual performance assessment through methods like annual reviews, studies suggest their limited effectiveness in driving productivity (Woolston, 2019). Consequently, experts advocate for everyday management practices, prioritising ongoing feedback (Woolston, 2019). In addition, shifting away from forced ranking and from the traditional emphasis on individual accountability facilitates the cultivation of teamwork, as these outdated appraisal systems do not contribute to improved team performance or effectively monitor collaboration (Capelli & Tavis, 2016). Gambill (2023) argues that aligning individual goals with team objectives is pivotal for employee engagement and performance. 
Team performance has emerged as a crucial determinant of organisational outcomes, with systemic failures often implicated in adverse events (Marriage & Kinnear, 2016). This underscores the significance of evaluating team performance to identify areas for improvement (Marriage & Kinnear, 2016). CIPD (2023) adds that research in various fields confirms that setting challenging and specific goals generally improves performance, whereby setting goals at a team level can lead to even better performance compared to individual goals.
Objectives and Key Results (OKRs) provide a structured framework for goal coordination, proven effective in organisations like Google (Hennigan & Main, 2023). However, OKRs face limitations when applied individually, emphasising outputs over outcomes (Gothelf, 2020). Instead, team-based goal setting, where success is measured collectively, is advocated for (Gothelf, 2020). Setting clear team goals fosters collaboration, communication, and shared commitment among team members, leading to higher productivity and innovation (Thomas, 2023). Team-level goals also improve social and cognitive processes such as planning, cooperation, and morale (CIPD, 2023). This approach aligns with research findings highlighting the role of goal clarity in enhancing organisational performance (Gambill, 2023). Misaligned goals often lead to conflict, underscoring the importance of synergy and alignment achieved from team objectives (Gambill, 2023). Effective teams are characterised by members committed to shared purposes and clear goals, ensuring mutual accountability (Biech, 2001). 
Research further underscores the benefits of organising work around teams, enabling organisations to optimise workforce utilisation and enhance efficiency (Shah et al., 2023). Team-based ultimately drive improved customer satisfaction and organisational success (Thomas, 2023). Shared goals serve as guiding principles that unify the efforts of individuals within the organisation, promoting alignment and focus (Beslagic, 2023). When employees collectively work towards a common goal, every individual’s actions are directed towards achieving the overarching objectives (Beslagic, 2023). 
Teams, as distinguished from mere groups or work units, are characterised by interdependence, shared responsibility, and common goals (Hoek et al., 2018). Goal setting theory, developed by Locke and Latham, emphasises the importance of clear, specific, and challenging goals in stimulating performance (Hoek et al., 2018). Setting clear and challenging goals is essential for success whether individually or as part of a team, however, in a team setting, collaborative goal setting fosters a shared sense of purpose and direction among members, aligning individual efforts with team objectives (Locke & Latham, 1990). At the team level, clear goals activate motivational mechanisms such as direction, effort, perseverance, and strategy, leading to improved performance (Hoek et al., 2018).
Within a team, members can provide valuable feedback and support to one another, creating a feedback loop that enables progress monitoring and adjustment (Locke et al., 1981). Peer feedback enhances accountability and motivation, driving individuals to strive for higher performance levels (Locke et al., 1981). Complex tasks in a team environment often require coordination and collaboration among members (Locke & Latham, 1990). By breaking down goals into smaller tasks, teams can distribute work effectively and leverage diverse skills, increasing efficiency and the likelihood of success (Locke & Latham, 1990). Social dynamics within teams provide motivation and support as members draw inspiration from each other, share best practices, and celebrate milestones, which boosts morale and sustains motivation, even in challenging times (Locke & Latham, 1990). Self-management, which allows the team members to influence decision making and organise their own work, can also influence performance (Hoek et al., 2018). When team members have the ability to exert influence, they gain greater control over the methods to achieve set objectives and determine the necessary actions, thus reinforcing motivational mechanisms which enhance commitment and confidence (Hoek et al., 2018).
Teamwork is essential in social care, requiring individuals to pool together using diverse skills, experiences and disciplines to assist the people using the services (Hodder Education, n.d; Baldwin, 2020). Unlike on an individual basis, teams are united by a shared commitment to achieve common goals, which are crucial for enhancing service effectiveness, where clear and shared objectives are essential for teams to function effectively (Hodder Education, n.d). 

Conclusion 
In conclusion, the review of performance management underscores its critical role in organisational success, emphasising elements such as goal setting, feedback and leadership (CIPD, 2022). While individual performance assessment remains important for providing clarity and direction (Gifford, 2024), its impact on organisational outcomes is challenged by difficulties in establishing a direct link (Armstrong, 2021). Traditional methods like annual reviews are deemed ineffective in driving productivity (Woolston, 2019), prompting a shift towards team-oriented strategies to foster collaboration and enhance performance (Cappelli & Tavis, 2016). Research confirms that setting challenging team goals generally leads to better performance outcomes compared to individual goals (CIPD, 2023), highlighting the significance of teamwork in achieving organisational objectives. Moreover, team-based goals promote a culture of collaboration and drives improved customer satisfaction and organisational success (Thomas, 2023). Despite the benefits identified from assessing individual performance, they do not outweigh those of team performance, as the synergy and alignment achieved from team objectives ultimately contribute more significantly to organisational effectiveness (Beslagic, 2023). In addition, the findings from social care highlight the indispensable role of teamwork in providing effective services, emphasising the necessity for individuals to collaborate and pool together diverse skills and experience to support service users (Hodder Education, n.d). 


Recommendations 
	1. Implement team-based goal setting
	Encourage the adoption of team-based goal setting processes where objectives are aligned with Dimensions’ strategy (Baldwin, 2020; Dimensions, 2022). Team goals should be SMART, ensuring clarity and accountability (Thomas, 2023).

	2. Provide training and development opportunities
	Invest in training and development initiatives that foster teamwork, communication, and leadership skills within the organisation (CIPD, 2022). Offer workshops on effective team dynamics, conflict resolution, and problem-solving techniques to enhance team performance (CIPD, 2023).

	3. Establish performance metrics
	Develop performance metrics that assess individual contributions and team outcomes (CIPD, 2022). Evaluate team performance based on key performance indicators (KPI’s) related to quality of care, patient satisfaction, and efficiency in service delivery (Marriage & Kinnear, 2016; Baldwin, 2020).

	4. Reward collaboration and team achievement
	Recognise and reward collaborative efforts and team achievements to reinforce a culture of teamwork and mutual support (Gifford, 2024). Implement incentive or recognition schemes that acknowledge successful team outcomes and contributions (Thomas, 2023).

	5. Encourage continuous feedback 
	Foster a culture of continuous feedback and improvement where team members are encouraged to provide constructive feedback to each other and reflect on performance collectively (Woolston, 2019). Use feedback mechanisms to identify areas for improvement and implement strategies for enhancement (CIPD, 2022). 

	6. Emphasise patient-centred care
	Align team goals with the overarching goal of delivering patient-centred care (Hodder Education, n.d; Baldwin, 2020). Ensure consideration of the needs and preferences of stakeholders in setting team objectives, ensuring that efforts contribute to improving the satisfaction of people supported (CIPD, 2022, Baldwin, 2020; Dimensions, 2022)

	7. Evaluate and adjust team goals regularly
	Regularly evaluate the effectiveness of team goals and make adjustments based on feedback and performance data (CIPD, 2022). Flexibility and adaptability are key to ensuring that team goals remain relevant and achievable in dynamic social care environments (Shah et al., 2023)



By prioritising team goals over individual goals, Dimensions as a social care organisation, can foster a collaborative and patient-centred approach to service delivery, ultimately enhancing the quality and effectiveness of care provided (Hodder Education, n.d; Baldwin, 2020).
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