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The definition of performance management will be determined in this report. It will illustrate how the AMO theory can enable organisations with their performance management. It will demonstrate how the NHS manages its performance. It will identify a PDP for a team leader from the line manager. 
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Employers can use performance management as a strategic tool to help their staff improve their performance and accomplish corporate objectives and tasks. The four techniques of performance management are as follows: Set smart goals, reach an agreement on a persona, develop a development plan, and update the present position profile. 
Creating a smart goal work frame will allow employers to know exactly what targets they need to accomplish, as well as verifying those employees are meeting these targets. This will help employees communicate in a professional manner (tracy, 2021).
The second strategy is to ACT, which entails action plans, performing tasks, and following through on a personal development plan. 
The third step is to keep track of progress, provide regular feedback, eliminate difficulties, and build an effective training system. 
Review, analyse achievements, identify information learned, define professional goals, and agree on actions are the fourth and final methods.
Michal Armstrong examines the recent advances in the field of performance management. Performance management is used to maintain records of employee performance. It is crucial to the success of both employees and businesses. 
Performance management, according to Michal Armstrong, is "the development of competent and dedicated personnel employed towards to the achievement of appropriate resources and targets within an organisation that supports and encourages employee achievement" (Armstrong and Taylor, 2020).
The fundamental goal of performance management is to create a high-performance culture in which employees and teams take responsibility for improving company processes as well as their personal abilities and contributions within a framework established through successful leadership. Its primary objective is to get staff to concentrate on doing the things correctly by establishing clear goals. 
Individual goals must be aligned to company goals, and individuals should preserve corporate fundamental values. It requires the definition and agreement of roles, duties, and accountability expectations. Employees are encouraged and rewarded for producing their finest performance. it Ensures that employees' tasks are focused on the right items and that they are carried out correctly.
By creating an organization's objectives, translating them into explicit personal goals, and evaluating these goals on a consistent basis, performance management provides a well-structured and successful management tool (Armstrong, 2021).
The success of a company depends on its ability to manage its performance. People provide value to a successful firm. The practise of monitoring, maintaining, and increasing employee performance in accordance with an organization's goals is known as performance management. 



Individuals must learn what is expected of them based on their performance, and they must act in a way that motivates them, provides them with the necessary skills, resources, and support, and holds them accountable for achieving specified goals.
Performance management is a collection of procedures for analysing, managing, and improving employee performance to achieve an organization's objectives. It is built on the concept of two-way communication. It is built on individual behaviours rather than a single action and should be viewed as one (5 must-have short-term KPIs to measure your performance management | Impraise, 2021).
Performance management is not only a director of the company activity; however, it also entails establishing an environment in which individuals and groups accept responsibility for the ongoing growth of business methods and their skills, behavioural patterns, and efforts. It entails planning for defining and analysing objectives, connecting ways of achieving those targets to business plans, and setting measures of success.
An employee who receives both constructive criticism and praise, as well as aid in developing performance development strategies, is likely to become motivated. Employees are more inclined to take feedback and integrate ideas if it is explained to them. employers should Convey the motivation to help and collaborate with their employees with a critical method. This will Assist them in developing a plan that is achievable (Management Theory and Practice., 2021). 
 When performance management is managed incorrectly employees could become demotivated. Employees could become disengaged if criticism is overwhelmingly negative and does not indicate where they can progress (Lang, 2021).  
it establishes objectives that allow individuals and teams to perceive their role in the organization's mission and objectives, and will enhance employee, team, and organisational performance. 
This will keep employees accountable for their performance by linking it to rewards, career advancement, and project delays (Performance Management | Factsheets | CIPD, 2021).
"A process that contributes to the successful management of individuals and teams in order to reach elevated levels of organisational management," Armstrong and Baron describe performance management. These are referred to as a shared vision — everyone in the organisation should have the same vision, which should be in accordance with the organization's goals, provide the same expectations, as it is critical to explain exactly what is expected of employees to provide them with a sense of meaning. 
This defines high performance; many employees want to increase their performance but have no understanding of high performance or how to attain it. This will provide staff with a clear perspective (armstrong, 2019).
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Motivation applications motivates employees and increases their levels of engagement, as well as allowing for clear performance monitoring goals. Individuals should feel a sense of ownership for their work. When individuals receive specific goals, they are more inclined to assume responsibility, resulting in higher levels of production quality. 
It is commonly considered that performance appraisal and performance management are synonymous. However, there are considerable distinctions. The official examination and evaluation of individuals by their supervisors, usually at an annual review meeting, is known as performance appraisal. 
Performance management is a continual and much broader, greater complete, and more flexible management process that explains common goals, underlines managers' supportive role and mentors instead of criticises, and concentrates on the vision of the present and future performance (Armstrong, 2021).				
Performance management strategies, while there are positive effects on an organisation, it can produce issues. Their complexity is one of them. Any performance management system will entail a variety of players and multiple rounds of evaluation. 
This might result in a lengthy process that consumes a significant amount of resources, and as a result, an expensive approach will cost a company a significant amount of money. Negative consequences can be caused by a lack of senior management involvement, an underlying deficient performance culture, and individuals who are unwilling to give honest reviews. 
A complicated performance management plan includes a wide range of components, extending from personality to performance reviews. It is a typical error made by managers to believe that a performance management strategy will completely exclude underperformance.
Some level of low performance is unavoidable due to poor health, motivation, or abilities, and it is critical to understand and plan for this. Instead, of being a source of criticism, deficient performance should be viewed as an opportunity to learn and grow (Performance Management Overview, 2021).
The ultimate objectives of several performance management systems, according to Armstrong's handbook of performance management, are to correct deficient performance, maintain satisfactory accuracy, and develop it. All performance management systems should be built to allow for the exchange of information and data so that everyone involved could analyse, discuss, comprehend, and agree on its character and quality. 
According to Shields, effective performance management serves two purposes: it communicates the enterprise's strategic goals to employees and outlines what the company expects in terms of performance and behaviours to accomplish certain goals (ARMSTRONG, 2021).
The majority of employees desire direction, flexibility to complete their tasks, and encouragement rather than control. Only in exceptional cases could the performance management system be a control system. In two approaches, the solution is to make it a collaborative development system.

Primarily, the entire performance management process — coaching, counselling, feedback, tracking, and recognition, should promote growth. These encounters should, in theory, help team members grow and develop. Second, managers and team members shift to strategic development when they question what they need to be able to do to better themselves and improved their work performance (Armstrong, 2021).
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The Solent NHS Trust strives to deliver high-quality healthcare to the communities it serves on a consistent basis. As a result, every employee's performance is critical to the company's success. The most efficient way to manage performance is to hire individuals who can deliver and have the skills required before enrolment. 
As a result, the recruiting process should be carefully considered to ensure that Solent NHS Trust management choose the right candidate for the job. Each employee is encouraged to reach their full potential in their current position and to try to be the best they can. 
Feedback and review should be a continuous activity when it comes to managing performance. When an employee's skills and performance fall below the required standard for their role, they are unable to fulfil their contractual duties. Management intervention is essential in these situations to provide a higher degree of assistance and development.

The NHS strategy tries to create a framework for addressing such challenges, with a focus on encouraging improvement through explicit objective setting, training, assistance, and monitoring from employees at all levels of their employment, starting from their first day of employment.  Employees must meet the demands of their jobs, which may require a change in approach, methodology, or process. Managers must ensure that their guiding and supporting roles are achieved. 
The Solent NHS Trust is dedicated to the ideals of equality and diversity and will work to eliminate all forms of unlawful discrimination. They work hard to demonstrate fairness and equality for service users, carers, the public, and their employees (2021).
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Individual job success is determined by Abilities, Motivation, and Opportunities, according to the AMO theory. That is, the ability, desire, and opportunity for the employee to contribute. 
When it comes to an employee's job performance, the three criteria cannot be ignored. If employers hire and work with employees with high A, M, and O scores, but the person works for his or her own gain and refuses to cooperate, the employee's well-being and overall work performance will suffer. As a result, if one of the elements is 0, the whole performance will be zero. 
Employees' ability, motivation, and potential contribution to the workplace and maintain their well-being are all dependent on their ability, motivation, and opportunity.
The AMO framework has been widely acknowledged as a model for describing the relationship between human resource management and performance since its inception in 2000. This theoretical framework is used openly or implicitly in many of the publications published after 2000 that investigate the HRM-performance connection (Marin-Garcia and Tomas, 2021).
The metrics used as dependent variables differ significantly, and it is controversial whether they are all valid performance indicators. Individual employee performance measures, such as self-efficacy, expatriate performance, job satisfaction, emotional weariness, and intention to resign, are used in most of the publications reviewed. Team-based performance metrics, such as team invention and creativity, were also identified.
Bailey (1993) introduced the AMO framework, which stated that ensuring employees' discretionary effort required three components: people needed the essential abilities, they needed adequate motivation, and employers needed to provide them with the opportunity to engage. 
Appelbaum, Bailey, Berg, and Kalleberg later developed a model based on this model and drawing on the concept of high-performance work systems (HPWS). 
Over the course of several research, the model has grown and improved. In addition, some authors believe that the impact of AMO on performance is more complicated than previously thought, because it is dependent not only on the existence of a set of practises (HRM content), but also on the subjective views of these practises by employees (2021).
That is, one must differentiate between HRM that is planned, genuine, and seen. Furthermore, several authors argue that the AMO models employee-based perspective could be better articulated from a manager's perspective.
Training appears to be the most extensively employed 'ability-enhancing' HR practise, according to empirical studies utilising the AMO paradigm. 
When it comes to the effects of motivation or motivation-enhancing activities on performance, the situation is just as problematic. The only variables that were included in numerous studies were compensation, performance-based pay, work-life balance, performance appraisals, and performance evaluations. 
Similarly, claiming that money improves performance is unconvincing, and therefore should be considered as normal, paying individuals will increase their chances of working. What is more intriguing is whether performance-based compensation enhances performance, as none of the AMO-focused studies show (PDF) Ability, Motivation and Opportunity theory: a formula for employee performance?, 2021).
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PDP supporting notes. 

Consider implementing the following actions into the performance development plan: the manager and employees must set significant goals to work on in the future year. 
Workshops, seminars, professional conferences, certification, mentoring, and volunteer work are all examples of new projects or duties. Once you have finished the strategy, be sure you check in with your staff on a frequent basis to ensure they are on target and have the requisite resources. 
As a manager, you will have responsibility of this process, analysing performance and offering recommendations to assist your staff on creating their own personal performance plans. 
ensuring that the team know in advance when you will be conducting the performance reviews and have them submit their own performance development plans for your approval. 
Employees should analyse what went well and what did not in the previous quarter (or whatever period you are measuring) and what they would like to improve on in the next year. Present employees with a concise performance evaluation overview ahead of time to help them prepare their reports (Welborn, 2021).
The report should emphasise the opportunities for development or progress that you have found. That way, when you meet up, you will understand the requirements.  
Employees should then set goals for themselves focused on the aspects they desire to improve (or performance issues noted by their manager. For each "development area," one to three goals are adequate. 
Using the SMART goal framework ensure that the goals are specific, connected with the objectives of the organisation, and achievable. It is good to set goals that challenge your staff, but they must be feasible within the timeframe and with the resources available.
Under each aim, employees should explain the specific steps they will take to achieve their objectives. Without an efficient strategy, it will be challenging to make or monitor progress. 
 A range of activities that can assist employees enhance their performance may be beneficial. Here are some things they should consider: 
Participating in workshops or presentations Getting educated (or re-trained) Collaborate with a mentor, Working as a volunteer is a great method to give something back. 
Consider incorporating the following actions into your performance improvement strategy: The manager and staff must establish important goals for the coming year. 
New initiatives or responsibilities include workshops, courses, conference presentations, certification, mentorship, and volunteer work. After you have completed this strategy, make sure to check in with your team on a regular basis to make sure they are on schedule and have the resources they need.
Employees must now specify the exact metrics or milestones they will use to measure their progress during the year, with clear goals in mind and a plan in place. Here are some methods of keeping track of progress: Results of productivity, professional growth, and accomplishment from certain duties 
The goal's measurement method will be determined by the target. Managers should assist staff in refining their criteria and clarifying their standards so that they can perform confidently toward their goals. 
A performance development program should also specify the resources that employees will require to succeed. 
Employees may require the following resources: 
 
They will have some time away from their daily responsibilities, Costs of travel, assisting roles e.g mentors, software or equipment, Check-ins with you on a regular basis, engageing with the employee if the team or company is unable to provide the help they require.
the employee will need to submit their PDP to you, with goals outlined and a strategy in place. 
 
Finally, the manager and the employee must review the plan. Together you should go through the strategy to ensure their goals are suitable and in accordance with the organization's goals.  
Consider the following questions when you study their PDP: 
Is the employee aware of the concerns with their performance and your expectations for improvement?, Do their objectives have anything to do with the problems they are having?
Is their strategy for success well-defined and well-targeted?, Is each step specific and doable?, Can they correctly and confidently measure their objectives?
Is there a way to make their objectives more measurable?, Do you and your employee agree on a schedule and goals for success?, Can you offer your employee with the resources he or she needs to succeed?. 
It is possible that you will need to engage with your employee to adjust their objectives or plan of action (What You Need to Know About HR Performance Management - Centrical, 2021).
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The DOC model can be used for a small business within a major corporation.  
Leadership, strategy, people development, business structure, organisational performance, and culture are the six disciplines that make up the foundation of professional management. The DOC model, or Direction, Operation, and Control, is the backbone of this methodical approach: 
Direction: Assess the current business and devise a plan for long-term expansion. Learn how to persuade a team to work toward a common objective. 
To complement the strategy, you can simplify and enhance the business structure. To achieve that approach, ensure users have the appropriate people in the right positions. 
Control: Establish a company culture that includes the vision, beliefs, and values. 
Professional management helps to focus on strategic, long-term business planning rather than the day-to-day drudgery (Welborn, 2021).
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