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The essay is analysing the impact of Performance Management over the business and the employees.  The essay will be structured in a clear and concise way, to cover all the topics of performance management and to include a Personal Development Plan. The first topic discussed will be the definition of Performance Management, and since this is an unclear concept (CIPD, 2020), there will be used four different types of descriptions from multiple reliable sources to arrive at the best compromise to define the performance management concept. After the concept was overviewed and defined, the essay will look further into the benefits that performance management can bring to both organisation and employee. The essay will also include two exceptional examples of companies that use performance management in a productive way. Lastly, after relevant conclusions for the performance management, the Personal Development Plan will show what action can a person take in order to land the dream job. 

Berkeley University of California (2022) defined the performance management as a continuous communication process between supervisors and employees that happens multiple times per year. The University also mentioned that the topics of communication can be but not limited to expectations clarifications, objective setting, goal identification, feedback, and employee results. With other words, the definition provided set an expectation that performance management must be completed periodically and must revolve around the growth of the employee. 
Another perspective comes from Armstrong and Baron (2005) where they describe performance management as a part of the management process which is focused on the achievements and developments to individuals and teams.  They also add that the performance management helps the managers to better understand the staff and their goals, which can be later useful in achieving the organisations’ goals. 
Furthermore, Walters and Helman (2020) interpreted the concept of performance management as the process of helping and supporting the employees to be able to overcome any obstacle and be as effective and productive as they can at the workplace, while respecting and working towards the completions the organisations’ needs. 
The last perspective over performance management is being given by CIPD (2020) which determined that the performance management is the sum of multiple activities, which include the objective establishing, performance increasing and establishing accountability. These are meant to make sure that the employees’ objectives are aligned to the organisations’ objectives, that the team can constantly improve the performance to help the organisation be more profitable and grow, as well as hold people accountable if their performance is lacking or negatively impact the organisation and provide further assistance to help them be on the right track. 
While all the definitions above are different, the meaning behind the performance management is essentially the same, as the concept is meant to assure not only organisation’s growth, but employee’s growth as well, and can include multiple actions to ensure that the improvements are visible, methods which can be adapted from company to company (Van Doreen, Bouckaert, Halligan, 2010).    

A typical performance management process includes five important steps which are repeated constantly throughout the process, according to Pulakos (2004).  The first step is the performance planning, which is important because in this phase the expectations are set for both the employees and company. These are crucial for the business because they need to allocate their resources accordingly to maximise the effect of the performance management. The following step is the ongoing feedback. At this stage the leaders will provide constant feedback to check if the progress made is in line with the initial feedback and try to overcome any obstacle. Furthermore, the third step is the part where employees can also offer their opinions and suggestions to the initial planning and check on their part if the progress is on target or not. The fourth step is the performance evaluation which is made by managers for every member of the team. At this stage they are looking to evaluate multiple aspects of an employee, from work targets to their overall attitude at work with the rest of the colleagues. After this, the last step is the actual performance review which is usually a formal or informal meeting where managers are discussing with the employees their evaluation, while asking feedback and also trying to set a new improvement plan based on the areas that are not satisfying. All these steps are only a guidance, and usually companies are adapting this system to match their own values.
 
Cancialosi (2016) reported that in 2013, around 86% of the companies made or intended to make significant changes to the performance management system, however, in 2014, 58% of companies though that performance management was not beneficial and a waste of time. In 2016, Cappelli and Tavis confirmed that the importance of performance management has improved with over 70% compared to the last years, as multiple giant companies such as Google, Adobe or IBM have started to pay more attention at the employees and started to invest valuable resources for the employees’ improvement, calling the phenome ‘The Performance Managements revolution’. 
Indeed (2021) compiled a list of reasons why performance management is beneficial for organisations. On the top of the list was the coaching available through a performance management system. The company might choose to allocate an entire department to provide training to the employees, but the coaching can be done online as well, using multiple online lectures adapted to the company’s values, policies, and the job itself, but the lectures or sessions can be also oriented to help an individual obtain different soft skills such as Resilience, Time Management or Communications skills. Indeed (2021) argued that the coaching programs can help the company gain more data over the interest of the employees as well as to identify the weaknesses of an employee and offer more support where necessary. 
Lee-Emery (2014) added another benefit that performance management is having over the business. He argued the fact that in 2014 more than 50% of the companies have managed to identify and assess faster any counterproductive performance of an employee and were more ready than usual to provide additional support to the employees in need, which led to more than two thirds of these issues to be solved and those employees to exceed expectations after coaching. 
Chauhan and Gupta (2021) mentioned another important benefit of performance management over companies, and that is represented by the fact that the succession planning can be done easily and accurately. They argued that a successful succession planning can be easier because performance management allows companies to keep track of every employee’s improvement over the time of employment and can make their assessment easier when they are considered for a promotion, to ensure the good continuity of processes. 
Lastly, Sahoo and Mishra (2012) argued that the most important benefit that a performance management is having over companies is the fact that the productivity is considerably improved due to all the coaching available for employees, which includes employee motivation. They think that making the employees the happy they will be more motivated to give their best at job and constantly improve, and that is beneficial for the company and can be used as competitive advantage on the market. 

While performance management has proven benefits for any organisation that practices it effectively, the employees can benefit from such systems as well. Staff Circle (2021) consider that the major benefit that performance management brough to every employee was the fact that their emotional health has started to be a point of focus for employers. The employees’ wellbeing is nowadays promoted and sustained by multiple performance management systems. This is translated into a more diverse and healthy work environment for the employees, where they can benefit for full support if they are in a difficult situation, and they can benefit not only from coaching and trainings, but also from employee discount, health insurance or mental health support, to be able to get through difficult periods and be able to recover as soon as possible. 
Another important benefit that performance management gives to the employees is the constant training. According to Decramer, Smolders and Vanderstraeten (2012) the personal improvement of the employees is very important nowadays, as this can be understood by employees as a proof of care, and they can become happier at their jobs. Furthermore, by providing all the tools necessary to the employees to develop themselves, they can feel appreciated, listened and this can improve their overall feeling about the company and managers. 
Additionally, the employees benefit from the fact that they can also offer valuable feedback to the managers and company that is actually taken into consideration to improve the workplace environment (Becker, Antuar, Everett, 2011). This is an innovation because even if now performance management is promoting a two-way type of communication, in the past, the employees were not allowed to have opinions or to suggest improvement, as their word was not considered important by the leaders of the companies. However, Insider (2019) shared an actual perspective on this topic, where the majority of employees are still afraid to have a voice at the workplace, and this is usually happening in companies that do not have an implemented performance management system. 
Lastly, Australian HR Institute (2022) consider a major benefit for the employees the fact that an effective performance management can determine managers to offer accurate compensations, bonuses, and rewards to the employees. The institute also added that by being efficient and productive, along with a great performance management system, the chances of companies to offer constant bonuses or rewards such as vouchers, nights out or teambuilding are significantly growing, which can only benefit the employees. A proper remuneration can only motivate the employees to work not necessarily harder but be more productive. 
As it can be deducted from all the arguments above, the performance management can offer not only financial satisfaction, but also spiritual satisfaction to the employees. This is because it creates a healthy environment, where all the employees are focused on growth and improvement, while promoting a stress-free atmosphere, where the support of any kind is always accessible. 

PWC (2019) analysed what companies with a high level of performing management are constantly doing to be effective and they concluded that it comes down to three actions. The first one is the fact that these companies are focused on their strengths because their performance management system allowed them to constantly improve the company and the employees. The second action discovered is the fact that they allocate a huge amount of money to their performance management system, which is used to provide all the support that an employee might need to grow. Lastly, the companies plan in advance how to achieve their goals and they focus on the organisation of the performance management system. 
An example of company with impressive performing management system is Deloitte, which is a global leader in audits for prestigious companies (Deloitte, 2022). The company is constantly trying to improve their performance management system because they think the employee performance should not be taken into consideration if it is made only for ratings and ranks, as the company is a strong believer that in order to be better, they need to make their employees better and they need to invest in specialised training and support the employees and their mental health (Buckingham, Goodall, 2015). What Deloitte did to innovate how the performance management was to not use the 360-feedback process and to focus on taking team leader’s opinion over everyone on the team with attention at performance as well as personal skills and future actions. The team leaders needed to pay attention at everyone’s performance, including areas of improvement, weaknesses or if the employee are already to take more responsibilities on board. 
Another example of a company that uses performance management as a tool to improve is Accenture, which is an outsourcing company that offers support to other companies all around the world (Accenture, 2022). Accenture is so keen to change along with the workforce that the company is doing constant research over how performance management can be integrated in a company to maximise the benefits. The company’s research, ‘Is Performance Management Performing?’ revealed that 94% of companies’ leaders believe that performance management can improve the performance of a company, however, only 39% of these are actually practicing the performance management in a way that helps the business, and, at the same time, 73% of the workforce involved in research consider that their companies should change their performance management system as is not working (Accenture, 2016).  The same report was also showing what Accenture is doing to make the most out of their investment in performance management system. Firstly, Accenture is focused on building the strengths of the people instead of trying to correct their weaknesses. At the same time, Accenture believes that the simplicity and transparency are mandatory in a healthy environment. Moreover, the company is personalising the performance management system for every employee based on their skills and strengths and not offer an only variant of system that must be used by everyone. Lastly, the company appreciate clarity, and given this, Accenture likes to clearly define the goals of the company and individuals and have a clear path that will be followed. 


To have a better understanding of what Performance Management is, an example of Personal Development Plan will be presented for a person that wants to change career paths and become a teacher. 
	Objectives
	Success Criteria
	Actions
	Implementation

	Finish all the higher education studies necessary
	Complete and pass all the modules available, including the Subject Knowledge Enhancement courses to be able to perform the teaching job (Valentine, 2022)
	The studies will be completed successfully by paying attention in class, take relevant notes and undertake individual learning, as well as asking relevant question at every class and learn for exams and pass them (Oxford Learning, 2017).
	These actions can only be implemented by having full attendance at every lecture to be able to understand and take notes of every subject (Pieroni, 2021). 

	Improve creativity because will be necessary in working with children
	Complete an artistic course of any kind that will enhance the creative side (Bright Network, 2022).  
	Take into consideration every indication provided by the teacher and apply it accordingly to be able to expand the creativity and learn new ways to be creative (West Dean College, 2022). 
	Be perseverant and participate at every class, ask questions, and stay positive (Active learning, 2022). 

	Learn how to handle conflict 
	This objective will be successful after the individual will be able to handle conflict in a harmonious way, without making it bigger and when all the parts involved in conflict will agree with the resolution (MasterClass, 2020).
	Analyse the problem and focus on the solution, as well as agree to disagree and be able to maintain an impartial role (Clarke University, 2022). 
	Practice the active listening and acceptation of conflict (Clarke University, 2022).



In conclusion, performance management can cover multiple aspect, but from all the definitions used, it can be deducted that the performance management is a system used to benefit not only the companies, but the employees as well. The performance management is not a typical system, but it can be adjusted for every company to better suit their interests and company values. The performance management is used because it has multiple benefits for the company, the most noticeable being the fact that it can increase productivity as well as the revenue. At the same time, an effective performance management system is beneficial for the employees as well because it can improve their work environment and can offer room to grow, as well as multiple courses, coaching and training available, all of them built to match individual needs. 
The examples showed from Deloitte and Accenture proved that performance management can be adjusted and improved from company to company and that its effects are visible. 
Lastly, the Personal Development Plan showed that improvement needs time, and multiple resources are being used to achieve the target. 
To conclude, performance management is a successful system that, if used effectively, can be beneficial for companies no matter the sector, and for every employee, not only to advance in career, but to also feel better while being employed. 
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