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               1-EXECUTIVE SUMMARY

This report is intended to explore the organisations emphasised the importance of a performance management system as a tool for a higher level of job performance. It is suggested that the assessment of performance can be achieved by the correct orientation of the performance management system. It should be aimed at promoting employee’s engagement in order to achieve the overall goals of the business.











1. Introduction
When an organisation comes out of post-recession lows, management experts try to increase the revenue while reducing the expenses. This could be done by introducing new services or products, or marketing to additional demographics, or get an accession to get these order tasks. But one of the most powerful tools to enhance the profitability over time is to focus on the high value human resources available within the organisation. To bring positive changes in the workplace, motivated and skilled employees act as a key element. However, finding and sustaining a team of such employees could be a tough task. Recent researches have shown that employees engagement could help to overcome this challenge. The implementation of the performance management system could cause a high level of engagement at the team as well as at the individual levels (Marrelli, 2011).
2. The Importance of Engagement
In simple words, employee’s engagement is enhanced by the development of the working environment where all workers ranging from employees to managers are encouraged to give their best performance. It is obvious that the high level of engagement provides the company an opportunity to thrive and grow rapidly over time. However, it was found that only 15% of the employees are actively engaged in their work and give their best at work while remaining 85% are disengaged either consciously or unconsciously. It is more surprising that 12% of companies are satisfied and happy with their level of engagement. Companies that have a higher level of employees engagement have a 16% higher profitability as well as a lower level of absence which is around 37% less compared to other organisations. This causes an increase in productivity of about 18% and a higher revenue of up to 2.5 times. Moreover, companies with a higher level of employees engagement have around 65% reduction in the rate of turnover (Ginac, 2019). All these figures show the power of the strong employee’s engagement phenomenon and hence increase the demands for a strong motivation and communication amongst the employees in the workplace. There are several key drivers for engagement including the recognition of work, the understanding of how employees work at an individual level, the idea of how employees contributes to the greater organisations, the complete understanding of the corporate goals, and the opportunities for professional and personal development. Each individual employee provides a different weight to each driver according to their experience. However, the organisation should realise the importance of each driver when it comes to the practical life (Dalal, 2012).
3. The Performance Management System
The performance management system is the system that sets the goals of an organisation and helps the employees to make a plan to achieve these objectives in a purposeful way. Through the periodic employees' evaluation, the execution of the performance management system has taken place traditionally. However, through the implementation of technology, the performance management system has become more influential for employees as well as companies. With the help of a performance management system, the appraisal system of employees can help further to enhance employees engagement through various tools (Aguinis, 2013). In this regard, the organisation that applies the performance management system easily defines their corporate goals and could define the strategies that could help to achieve the goals. These strategies could easily be shared with employees at the individual level. This could help the employees to set and work for their career goals in correlation with the company goals. This could help them in judging their performance over time. Hence, the performance management system operates at the individual as well as at the organisation’s level. Through the performance management system, real-time world feedback could be obtained and chances to rectify issues on the spot could be done without waiting for an annual evaluation. Through career pathing software packages, employees could map and propose the scenario. This tool could help in the education, professional development, and training the available competencies and this will help in moving forward towards achieving the goals of the job. All these factors directly impact employee engagement. Career pathing, outlets for recognition and feedback, renovate process for purposeful appraisal and professional development helps in enhancing the profit through increasing employee engagement on a wide board (Ying, 2014).
4. Reasons to Change the Currently Established Process
According to the current system of employee’s appraisal, at the anniversary of a job completion, each employee must present a review of their performance. The employee will have to download a form and must rate the employee’s section. Based on several factors related to the general features and jobs, the employee must evaluate all factors. The manager would also rate the employee against same factors or criteria, and both would discuss the reason for any differences in scores. The same process would be done for each employee in a department. The appraisal system has six main categories to be evaluated alongside additional sub-categories. These categories are product/technical knowledge, meeting deadlines/commitment, team working, energy, determination and work rate, adaptability/flexibility and enhancing capability (Sameeksha, 2014). There is a traditional five level rating scale for each category and sub-category. Most of the employees feel that after having a conversation with their supervisor, they are still unsure about the importance of these scores and figures, and how such figures impact the promotion or bonus preferences. After the completion of the appraisal process, many employees feel like this is just a waste of time. This is a common practice for many organisations with the need of managers and supervisors to pass through the same process. This kind of evaluation drives managers to give only a review on their employees rather than correcting the problems. This way, there will be no chance to discuss which area of employment is going strong and which is going weaker. Moreover, this also lacks the processes of proper recommendations and how to implement these to impact the results for the next evaluation (Iqbal, 2016).
5. Changing the Rating Scales
The same rating scales have been used for a long time. Most of the time this rating scale is meaningless. Both the employee and the supervisor cannot differentiate between the impact of score 3 or 5 on the performance and the overall rating of employees. The main issue of this rating system is that it does not cast an impact on the overall development and progress of the organisation. There is no correlation between compensation and the performance rating system. There is a need that the organisation should focus on the time bound and measurable goals. There is a need to focus on the answer to the question on the target of the organisation and how each employee could fit into that equation. Each employee needs to participate and deliver their best input to get the best and expected output (Kateřina, 2013). This will not only impact the company in its production but will also help the employees in their career development. Training could also help; however, it is not as essential as that of the performance management. It is more influential to have a senior manager who informs each employee how their contribution could help the organisation in getting their goals. There is a need to focus on setting up the goals and the ways to achieve those goals instead of only following the ‘formality’ routes. Each employee should be given an obvious action steps and duration so that they could understand what is needed to be delivered within the provided duration, alongside an acceptable performance. The conversation of performance evaluation between an employee and a manager needs to be more significant and it should be more than just rating through figures, filling numbers and giving ratings. This type of conversation would directly impact the engagement of employees as they would feel more empowered and would know in which area they are strongly acting, and in which areas they will need to be improved (Dijk, 2015). The following procedures are recommended for an effective appraisal:
Identification and Appraisal
In the performance appraisal system, there is a need to identify and praise employees who have given their best performance. Normally, 10% of the employees have the highest ranking while another 10% will have the lowest ranking. After the identification of the high performers, it is important to praise them. A statement by Mark Zuckerberg mentioned that the person who is exceptional in his performance is not a little better, but he is 100 times better. The manager should ensure that proper opportunities are given to the best performers in order to develop and grow (Rotenberg, 2019).
Use of ORKs
One of the effective ways to increase the performance of employees is to link their contribution to the highest prioritised goals of a company. The ‘Objective and Key Results, OKRs’ principle helps in aligning the objectives of an employee at an individual level with the goals of the company and ensuring that the efforts of the employees are supporting such goals. Through OKRs, the employees would identify how their efforts and performance are helping to achieve the goals and targets of a company (OKR, 2019).
Automated and Continuous Feedback Loop
To get a regular feedback on the performance, there should be a regular communication between the employees and their supervisors and managing directors. This communication could be set as a one-to-one weekly meeting or it could be made more convenient by an automated weekly progress report. Through such reports, the manager would be able to become aware of the progress completed in a defined duration. Moreover, the concerns encountered by employees can also be identified through such reports. In addition, the weekly feedback could act as a milestone for a performance appraisal practice (Bartnik, 2017).
Converting Managers into Coaches
In general, managers should focus on strengthening the skills of employees through coaching. It is reported that 50% of managers spend less than 10% of their time for coaching of their employees. Moreover, a large number of employees feel that their managers should have a higher level of an effective communication regarding their performance. For a better coaching, the manager should put the focus on the future and accordingly relate the performance of employees. The idea of critism or punishment for previous mistakes does not help in the development of individuals for the future at all. Through feedback and coaching, the employees would know how they could start improving from that point onwards. For a manager to be a good coach, they should be able to evaluate the feedback of employees by monitoring the performance against the agreed goals for a defined period (Frankovelgia, 2019).
6. An Effective Way of Measuring Success
After replacing the annual review system with the continuous performance evaluation, there is still the need to answer few questions regarding the effectiveness of performance management in organisations. In this context, if the selected performance evaluation method is the weekly reports approach, for instance, then this will be beneficial for the performance management. When the performance reports are regularly completed, this means that there is a continuous discussion about the performance with the manger. This, therefore, reflects on the performance management within the organisation. There is always the need to set standards to measure the performance. There is a need to make all employees aware of the expected outcomes from them in their specific positions and departments. The manager can then evaluate the performance of employees against each other and whether or not a strategic plan at the individual level to enhance the performance is needed (Performance_Measurement, 2018). This can be implemented by:
Combining Technology with Strategy
There is a need to relate the performance management system with the behaviour of employees within an organisation. This can be done through weekly evaluations, organisational cultures, and long-term targets. This would help the company in getting the long-term values through short-term tasks. Moreover, it would also help in maintaining the desired financial outcomes of the year (Cascio, 2016) 
Making the Objective Concise
In a performance management system, there is a broad spectrum of goals that could cause disengagement and misalignment within an organisation. In this case, there is a need to make smart moves and summarise the goals that should equally be vital and influential. There should be a focus on equal productivity, momentum, and involvement of employees (Choon, 2016).
Flexibility
In the modern working place, the performance management system should not be rigid without any flexibility. According to the needs, experience and time, it should be renewed and updated such that it becomes practical, sensitive to the needs of employees, and oriented towards the growth of the business. In short, it should give a complete view of the atmosphere in the workplace and should involve all the values linked to employees (HR, 2019).
7. Recommendations
With the introduction of a new performance management system, it would be expected that the new system will encounter some issues and concerns that need to be identified and accordingly mitigated. To run a newly introduced performance management system and enhance the employee’s engagement, there is a need for some recommendations:
Management Support
The senior management should order the various supervisors and managers in the multiple departments to perform the process of rating their employees and make them understand the value of this performance. It is all about the instructions of the senior management and the managerial departments to ensure that both the performance and defined period are being monitored and evaluated in the performance management system. Moreover, they should also focus on the effective communication between the employees and managers in order to identify the strong and weak points according to which recommendations can be proposed (Idowu, 2017).
Change the Perception of Time Consumption
The belief that the performance evaluation is considered a time-consuming process should be changed in order to make the performance evaluation more practical and influential. This cannot be conveyed by only delivering a session to employees to make them aware of the importance and the value of the performance evaluation. Instead, employees would comprehend its value by planning a practical session to be performed in front of them after which they are allowed to ask questions and enquire. When an employee is identified as a key player in an organisation, they should be offered more opportunities based on their performance evaluation. This would, in turn, create an environment of competition amongst employees in a positive way to give their best performance that would eventually influence the productivity of the company (Aguinis, 2011).

8. Conclusions
[bookmark: _GoBack]Many organisations emphasised the importance of a performance management system as a tool for a higher level of job performance. It is suggested that the assessment of performance can be achieved by the correct orientation of the performance management system. It should be aimed at promoting employee’s engagement in order to achieve the overall goals of the business. There should be an implementation of new models that suggest new perspectives for fostering the employee’s engagement as well as job performance. 
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