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INTRODUCTION

This assignment will look at and critically analyse performance management for Organisations and individuals, how it can benefit, and its drawbacks. The researcher will also look at modern management theories.
Also, we will look at a newly appointed team leader, their job role and job requirements and how they will be trained and be monitored to take on the new position. There will be a PDP for a team leader.  


Definition of Performance Management

If people are the primary producers of value in organisations, then effective performance management is essential to the Organisation's success. Employees must understand what is expected of them, and to accomplish those goals, they must be motivated, equipped with the required skills, resources, and support, and held responsibly. Performance management is concerned with monitoring, sustaining, and improving employee performance by an Organisation's goals. It is not a singular action but a collection of behaviours that should be seen holistically. (Performance Management | Factsheets | CIPD, 2021).
There are three critical vehicles to performance management: motivation, employee engagement, training, and development, which are the primary motivator in an Organisation. 
Perceptions of performance management are that it is an ongoing, future-oriented, and participatory system; that it is a continuous cycle that includes criteria setting, monitoring, informal feedback from supervisors and co-workers, formal multi-source assessment, diagnosis, and review, action planning, and developmental resourcing; and that it is a system that involves all stakeholders. (ref) 
According to Armstrong, Performance management is synonymous with business management. Line managers exist to control performance, and performance management assists them; it is a natural management process. This is not an annual HR-mandated routine. Moreover, it is not only a once-a-year appraisal exercise. (Armstrong. M. 2016)    
Performance management is an ongoing practice, whereas conventional performance review is often a one-time affair.
Performance management is an effective tool for ensuring that an organisation's strategic objectives are met. It contributes to cultural transformation and is interwoven with other critical human resource functions, most notably human capital management, talent management, and learning and development. And incentive management. Hence, performance management contributes to horizontal integration and 'bundling' of human resource strategies, ensuring that they are interconnected and thus complement and reinforce one another. Performance management may also play a critical role in boosting employee engagement. (Armstrong, M, 2014)

What is Performance Management 

For professionals responsible for guaranteeing organisational A critical aspect of success, such as human resources, is leveraging the connection between the enterprise's people and the value they provide. Performance management enables this value production to be maximised and ensures that people meet organisational objectives. It should be aligned with the Organisation's strategy and relevant to the situation. It is thought that the corporate values established for its personnel will influence its outcome. (Armstrong, M. 2014)
While there is no commonly recognised definition of performance management, it includes the following actions:
Establish objectives that help people and teams understand their involvement in its mission and strategy.
Enhance individual, team, and organisational performance.
Individuals' performance should be linked to salary, career promotion, and contract termination. At its most effective, performance management is a comprehensive set of practices focused on two-way communication and frequent, frank, yet supportive feedback on progress toward goals. It encompasses several critical components of efficient human resource management, including learning and development, performance evaluation, and organisational growth. It is occasionally confused with the 'traditional' annual review or with performance improvement plans to address underperformance, despite both being included. (Armstrong, M. 2012) 

Effective performance management requires a blend of formal and informal methods. It comprises Planning - defining and refining objectives, aligning ways of achieving them with company plans, and developing success measures. These are typically covered during line manager-worker performance review or evaluation meetings.
As a result, human resource managers are crucial for effective performance management. They should ideally emphasise the connection between organisational and individual goals, give constructive criticism that encourages and supports employees in growing, and hold individuals accountable. Managers must be sufficiently skilled to do this, and fit-for-purpose human resource systems must keep them. (Armstrong. M. 2016)    
Performance management is not only a manager-led activity; it also requires establishing an atmosphere in which individuals and groups take responsibility for company processes and their respective abilities, behaviours, and contributions. Because a great deal of how performance is conveyed is determined by behavioural norms or culture, communications and leadership throughout the Organisation will set a precedent and influence how colleagues generally discuss performance. (Armstrong, M. 2019) 


How Does Performance Management Work?

While the components of performance management may be comparable across organisations, there is no one-size-fits-all strategy. Each Organisation should adopt contextually appropriate and reflective of its current (or intended) organisational culture. Additionally, the system should be adaptable to the many ways in which teams or roles operate inside a single organisation. Ref 

Performance management is a cyclical process, not a one-time event. Because performance management encompasses various human resource functions, and overall structure or framework must ensure that the various components work cohesively (Armstrong. M. 2016)    

The model below shows how the performance management framework looks.
(Framework, 2021)
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The Organisation's strategic objectives should serve as the foundation for departmental goals, followed by agreement on individual performance and development initiatives. Individuals and supervisors may then develop strategies and regularly assess performance. Regular feedback and assessment of progress toward objectives should occur throughout the year. They might be facilitated by periodic formal performance reviews, goal formulation, project planning, and training.
Performance
Advantages for Organisation.
 • Increases staff competency and risk compliance, increasing work efficiency and effectiveness. 
• Increases employee morale and motivation.
• Identifies issues that may be impeding productivity
• Increased consistency with regular performance comments
• It may be beneficial to provide information for human resource planning purposes (Mullins 2005)
Achieving success in performance management requires integrating performance appraisals into the process.
Advantages for the employee. 
Several factors can affect employees' performance, including the following:
· Recruitment
· Onboarding
· Training
· Employee evaluations/reviews
· Compensation
· Benefits
· Conformity with the law
· Management of risks
· Wellness
· Morale
While performance management should focus on employee outcomes, all factors mentioned above must be considered while monitoring employee performance.
For instance, it can boost employee productivity by requiring them to work additional hours, but it risks violating labour rules, lowering employee morale, and decreasing job efficiency.
Businesses profit when they establish environments that foster the development of a varied variety of skills and abilities. (Employee Training and Development: Reasons and Benefits, 2021)


The benefits of appraisal
This tool is used to inspire, engage, and nurture talent.
Performance Appraisals Benefits
A PA documents an employee's performance over time. It is a document that goes into an employee's file.
This procedure establishes a mechanism for managers to meet with employees to discuss performance. It provokes difficult but necessary dialogues.
Employees desire feedback, and this technique allows a manager to deliver it while also discussing how successfully the employee's goals are met. It also allows for discussion on staff growth.
Clarify Expectations: Employees need to know what is expected of them, and the PA process lets managers do just that.
Annual Planning helps employees think about and prepare for the following year.
Employees should be motivated by a merit rise as part of a holistic pay strategy.
Performance Appraisals Drawbacks
(Advantages and Disadvantages of Performance Appraisals – The Thriving Small Business, 2021)
Negative Experience: A poorly executed performance assessment may be detrimental to both the employee and the boss. Process and technique training can assist.
Performance assessments take a long time and might overburden supervisors with many staff—managers who had to perform annual PAs for hundreds of employees.
Natural Biases: Human evaluation is biased, resulting in more significant mistakes. Managers must recognise these biases to eradicate them.
Time Waste: If not done correctly, the entire procedure might be time waste. Consider the time spent if the outcome is terrible. It is a waste of time.
Performance assessments may be stressful for both employees and supervisors. Proper training can help lessen the process's stress.
For the best results, the performance management system must be used.
Performance assessments done only to complete them are pointless.
[bookmark: _Hlk90256401]However, firms that employ performance assessments to achieve business goals have an edge in achieving their goals and, ultimately, their strategic plan. (Advantages and Disadvantages of Performance Appraisals – The Thriving Small Business, 2021)


TRAINING
Training is a term that refers to the teaching and learning activities that are conducted with the primary goal of assisting members of an organisation in acquiring and applying the information, skills, abilities, and attitudes required by a specific job and Organisation. McDonald, however, has various ways of training the employees. In addition, they invest their time in helping employees reach their full potential.

Motivation Benefits 
Motivation is a term that relates to how committed and content an individual is in their job. When employees feel driven, they are more likely to perform well and work diligently. Motivation is critical for attracting and maintaining personnel and overall production levels. (Acquah-Hayford, 2021),
These elements contribute to a high degree of satisfaction and motivation when they exist but do not contribute to a high level of unhappiness when they do not exist. These are also referred to as motivators, satisfiers, or work content considerations. These elements all have a strong correlation with work content. The following factors have been highlighted as motivators:
· Achievement
· Recognition
· Advancement
· The task itself
· Personal development
· Responsibility
Herzberg advocated for work enrichment as a means of motivating employees. It may be accomplished by increasing the difficulty of employment, inventing, offering job independence, opportunities for advancement and recognition, and ensuring goal attainment, among other things, because various individuals have varying levels of need. Thus, one's satisfaction may equal another's dissatisfaction. As a result, the manager should ascertain the employee's behaviour and wants and then use various elements to meet them. (Theory, 2021)
McDonald's Organisation
McDonald's has several areas in which they use Taylorism. The study demonstrates that McDonald's managers have a mentality more in line with Taylor's scientific theory (Acquah-Hayford, 2021), according to which crew members are more inclined to perform harder when under pressure and carefully supervised to achieve the maximum desired production. Employees' perspectives differ from managers in that they frequently have an instrumental mindset. The majority of employees do not see themselves working at McDonald's as a future profession. McDonald's employees are reported to be unmotivated owing to a bad employer-employee connection, a low salary rate, and a lack of compensation. At the conclusion, suggestions were made to motivate the personnel.  (McDonald's. 2021) 
How is McDonald's improving products and services, training employees and staying competitive? 
At McDonald's, they constantly review their goods and services to guarantee that they provide their customers with only the most essential and most popular items. They aim to stay industry leaders, which is why they do a variety of market research studies each year to determine the best potential business plan for their Organisation. With regards to their highly valued McDonald's workers, each employee receives training for their unique position and receives proper training throughout their career, in addition to receiving fantastic career advancement opportunities. (Corporate McDonald's, 2021) 
How McDonald's conducts its training 
Each manager will have their skills and methods for efficiently managing their staff. However, McDonald's extensively trains all of our managers, and the corporation has an extensive support network in place for both employees and managers.
McDonald's recruiting procedures has training programmes and compensation strategies all factor in the capacity of Restaurant Managers to establish and encourage high-performing teams in their restaurants. 
How McDonald's looks at diversity?
McDonald has stated that they have a diverse workforce and make sure discrimination on gender, age, religion, ethnicity, and the sexual orientation of employees do not occur via their diversity policy to ensure that it does not happen. 

Lloyds banks seven ways they motivate people
 
1. Consistent leadership 
2. Be inclusive 
3. Agree on goals 
4. Grow its talent 
getting to know employees and assisting them in achieving their professional objectives and retaining them.
A helpful employer provides training and professional advancement chances for its employees. This results in increased business performance and happy, skilled staff. (Banking et al., 2021)
Mullins states that Lloyds is a top performer owing to its strong organisational commitment to diversity. (Mullins, L. J. 2008, p75)

Even if its budget is limited, consider methods to assist the team's development. Mentoring between workers may benefit both parties; younger people may assist older employees with newer technology, while more senior employees can contribute their essential knowledge. Additionally, consider shadowing to educate co-workers about various aspects of the business, show and tell sessions to exchange skills and information, secondments, community volunteering, protected time for self-learning, and free internet training videos. Encourage the teams to be problem solvers - resolving a problematic issue may be rewarding and help the team develop new abilities. (Banking et al., 2021)
5. Foster resilience in the team 
6. Reward the staff 
Providing a benefits package is an excellent way to show appreciation for employees. Numerous employees are self-motivated and motivated to accomplish a good job. Public acknowledgement and praise may go a long way toward motivating personnel. Assure that the manager and the colleagues take time to recognise a job well done. (Reward and Benefits. CIPD, 2021)
7. Use feedback effectively 

Modern Management Theory

Modern management theory focuses on applying systematic mathematical approaches for analysing and comprehending the management-worker interaction in all of its manifestations. Accordingly, modern management theories are classified into quantitative, system, and contingency streams.
Modern management techniques examine organisational management in its current setting. They view organisations holistically as internal intercom dynamics and the more excellent external environment. These contemporary management ideas have been essential in the development of management studies. (McLeod and Clark. 2007)
(MacLeod and Clarke, 2009, p33). He stated after his case study that employers have started to recognise the very importance of employee engagement. his study highlighted four elements that require us to understand employee engagement in Engaging Managers, and the four enablers are:
1. Strategic narrative
2. Engaging managers 
3. Employee voice 
4. Integrity

He states that employee engagement is a vital tool for managers to understand and engage. It is a combination of attitude and behaviour. The philosophy is commitment, and behaviour is going the
extra mile. Furthermore, it builds trust, commitment and loyalty to the manager and the Organisation 
Provided their needs are met with the Organisation. For example, going into work to reach a higher goal and its efforts are not unnoticed, rewarded, or accredited. 

Task 2 
PDP for a Team Leader


Conclusion 

Upon research collected show that Organisations Performance Management has an enormous impact on Organisations how they implement them, it is necessary to update its components. Individuals and managers need both to come together to accomplish company goals. It gives a framework on how managers act and what the employees expect from their managers, and both focus on the company stand mission. Training and developing managers help to grow to build an excellent working culture. Hence good practices of Organisation and retain top talent.
Although classical management contributed and paved the way for modern management and over time come up with more acceptable solutions to cope with the workplace demands and gives mechanisms to execute new ideas at these current times, with its diverse culture and its people with recent trends in Organisation and Environment.
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