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[bookmark: _Toc138503021]Introduction 
Performance management is the approach that can be defined as developing and sustaining improved employee performance, leading to an increase in the effectiveness of companies. Companies need to focus on the development of employees so that the individual's goals can align with the company goals, with team goals (Pulakos, 2004). Managers must create an environment, that allows employees and companies to thrive in this competitive corporate environment. According to the performance management environment, the term can be defined as a system built within an organization to measure and improve the performance of people working there (Valamis, 2023). There are several stages for performance management in any organization. This report demonstrates the organizational issue and why performance management was required in the company. It does not depend on the organization's size, but performance management helps companies to manage their employees, how they are working, what they are working on, and why they are doing it. 
Continuous performance management is a modern approach to employee performance that focuses on ongoing, real-time feedback and coaching rather than relying solely on annual performance appraisals (Awan, et al., 2020). It involves regular check-ins between managers and employees, discussing progress, providing feedbacks, setting goals, and addressing any concerns or development needs. Considering the Western County Fire Brigade case, an efficient continuous performance management system was particularly needed in the organization because the current system was inefficient, which consumed a lot of time, and was not cost-effective. The company also did not have a performance rating or ranking criteria. Because of this, employee performance is assessed by considering how well they meet their goals. Therefore, the basis of performance management is vital in supporting the new methods of executing performance management techniques. Performance management can also assist employees in enhancing their secondary skill sets, by identifying areas for growth, tracking their progress, and providing feedback. Aligning employee performance with the strategic objectives of the organisations they work for, requires constant effort (Inamdar, 2022). When managers let each employee create their own goals rather than forcing them to adhere to the pre-existing arbitrary aims, as is the case with the work-from-home option, it is possible to determine how effective this method is. It has been found that when employees define their own objectives, they are more likely to be long-lasting and be in line with those of the company (Inamdar, 2022).
In this report, the different aspects of performance management are discussed, and what has led the transformation in the performance management system to develop a continuous performance management system? The need for performance and continuous performance management can be understood using different literature and theoretical aspects. Therefore, the theories used within this report can include agency theory, scientific management theory, expectancy theory, and other theoretical concepts will be used. This assignment analyzes the need for continuous performance management approaches and why it is needed in the Western County Fire Brigade. The case study depicts that the performance system that was in the organization was ineffective and needed to be changed. 
[bookmark: _Toc138503022]Continuous Performance Management 
An organization needs to shift its focus toward continuous performance management. It is observed that the traditional annual performance appraisal often takes much time, and the feedback is received after a long period of observing performance (Misra, 2019). Because of these delays, the effectiveness of the feedback remains low, which hinders an individual's ability to make timely updates on their performance. It is observed that continuous improvement management can allow immediate feedback, ensure that employees are conscious of their strengths and weaknesses, and understand the areas of improvement it requires (Cohen, et al., 2016). Companies can manage their performance by using performance management strategies. These strategies can include defining and communicating each employee's company goals and performance objectives by utilizing the performance management software, offering employees immediate feedback, utilizing peer reviews, implementing rewards and incentives, and scheduling regular one-on-one meetings to discuss the results and performance. Organizations must be fast and responsive in performance management in this fast-changing work environment. Companies can manage frequent adjustments and set priorities by applying different performance management activities (Valamis, 2023). This will allow the employees to keep on track, manage, and adapt to the change to contribute positively to the company's goals and objectives. The three benefits of continuous performance management can include keeping employees engaged, retaining current or potential talent, and developing leaders. It is noticed that every individual can benefit from the performance review system, as it is an integrated system that enhances employee engagement, and further improves business operations and results (White, 2023). Only a change of opinion or perspective is required to see the continuous performance management process that helps build the strength of the whole organization. 
The continuous performance approach was highly needed in the organization because the existing performance management method in the company was ineffective and time-consuming. The annual appraisal and review methods are not considered effective modes of appraisal for employees in today's era. Most employees prefer frequent and fast evaluations done formally as it helps them understand their weaknesses and strengths, so that they can start working on them immediately as possible (Pillai, 2021). Continuous and frequent assessment helps strengthen and resolve communication flaws and is what most employees ask for. According to one of the surveys, around 96% of the participants reported that they liked receiving regular feedback, and around 83% appreciated the concept of regular feedback despite their positive or negative results (Inamdar, 2022). Every other organisation uses performance management, which is an essential human resources method that permits evaluating employee performance and determining whether it is in line with the organization's goals and objectives. The globe is undergoing significant transformation and implementing new performance management techniques that are utilised by most organisations (Pagdonsolan, et al., 2019). Nowadays, the old traditional annual performance approach is discarded by companies as they have started to switch from the traditional approach to CPM, which is considered as the collaborative setting adopted by managers considering the employee's goals. Continuous performance management can also be characterized as a two-way discussion regarding the performance between the same employees and a frequent discussion between the manager and subordinates (Zenger, 2017). 
[bookmark: _Toc138503023]Challenges of Managing performance through performance management processes
One of the challenge of managing performance during the performance management process is monitoring the performance management process and keeping it on track. Managers are responsible to keep track of the options that has taken place that supports the objectives being met, and the things that are left so appropriate actions can be taken. The human resource administration need to issue targeted reminders to keep the process on track and deliver the appropriate information on regular basis. In order to better manage this performance process it is important to incorporate an automated and easy accessible and available system that has reminders to keep the process on track (Head Light, 2019). When managers provide regular feedback is an effective way of management effective performance. Although by doing this managers often struggle in offering timely and constructive feedback to their employees. Another issue is when the performance expectations are clearly defined to employees or workers. When there is no specific and measureable goals are set employees do not have clear understanding of what is expected of them. When there is lack of clarity in performance expectations there are chances that it can impact the performance management efforts (Srikanth & Jomon, 2013). 
[bookmark: _Toc138503024]Approaches to Measuring Performance
According to Giri and Chetty (2017), measuring the performance of employees is considered as the major element of any organization’s management. Business owners are likely to measure employee performance based on their contribution made in company’s growth and development. Each employee has been informed about this at the time of their performance appraisals. There are several approaches managers and organization take to measure performance and to make positive effects on future performance. The different approaches of performance measurement can include comparative approach, attribute approach, behavioural approach, result approach and quality approach. In a comparative approach employee performance is ranked considering the performance of others in the group. Using this approach employees are ranked based on highest and to the lowest. Using the attribute approach employees are rated based on the specific set of parameters such as several skills or attributes including problem solving skills, teamwork, communication, judgement, creativity, and innovation. This approach uses a rating scale on which the employee performance is rated in between 1 to 5 (lowest to highest) (Giri & Chetty, 2017).
[bookmark: _Toc138503025]Effect of Organization's Climate on Performance Management
Considering the above case, the organization's environment was essential in the performance management shift. It can be seen that in the organization, the performance management was done through appraisal; however, due to several issues that arose in the organization's performance management system, there was a need for a continuous performance management system that includes regular check-ins and ongoing feedback. The organization's management identified that the company's performance management system was ineffective while evolving. As the company was adapting to change and the environment of the company was quiet for adapting to change, it allowed the management to shift from traditional appraisals for performance management towards new performance management systems that can include check-in conversations, regular one-on-one meetings, and further support by regular feedback. In addition, the change in the organization requires continuous performance checks of employees to be ensured that employees' performances are met with the goals and objectives of the organization. 
The organization focuses on the need for a collaborative climate. The organization identified no performance ratings or ranking criteria in the organization. Instead, the management identified how frequently the organization requires check-in conversations considering their work slots. The forced ranking system is finally removed from the organization providing the management flexibility in assessing the performance of employees based on how well they meet their organization's goals. One research identified that a positive organizational climate could promote higher organizational commitment, a crucial aspect of employee attitudes and behaviours (Berberoglu, 2018). Simultaneously, perceived organizational performance can be considered a mirror of actual performance (Mullins, 2010). It is believed that the organizational commitment of each employee toward their organization can be related to and influenced by organizational performance. Ultimately, each employee's performance is related to organizational commitment (DeCotiies & Summers, 2000). The organization was ready for a change which shows its commitment to how much the management wants the employees to perform better. Better development in check-in conversations and a collaborative climate can provide career growth opportunities to employees. This shows that the organization supported employee learning development and growth. It is noticed that most managers use meetings to discuss different topics in the corporate world that affect the individual's experience within the workplace. The scope of check-ins can depend on the need of each employee. The check-in conversations can help review the career growth and development of employees, helps in recognition and feeling valued, ensure goals and role alignment with the organization, assess job performance, take organizational feedback, ensure building relationships and manager effectiveness, and provide better work-life balance for each individual (Deirdre, 2022). 

[bookmark: _Toc138503026]Remote Working Influencing Continuous Performance Management. 
Working from home facility or remote working has become a common practice adopted by most organizations. Many organizations were forced into working from home because of the pandemic and the COVID-19 crisis that the world faced (Azam, 2020). Remote working is a great approach businesses can use to broaden the talent pool and cut costs. Most people face issues with long commute hours, distractions in coming to the office, and poor work-life balance. Considering these challenges, remote working is the best way to resolve distractions related to office visits.
Moreover, it also helps employees to become more efficient (Pinola, 2020). Those working remotely are more autonomous as they feel their organization trusts them the most. Remote working can be a source of crucial motivation and encourages loyalty among any organization's employees. However, there are chances that remote working can also have challenges, and it does not come without any challenges. If employees of any organization work from home for a more extended period, they might start to feel that they are not doing enough. Remote working often leads to a lack of purpose among employees and clarity, making them likely to feel isolated and detached (Modi, 2021). According to one research, around 32% of corporate workers in the UK said that working remotely means that these employees cannot switch off in their time (Azam, 2020). This is because they often feel that they are not working enough, which makes them anxious and cause anxiety. This study also found that around 17% of corporate employees reported that their sleep is disturbed because of remote working, and 18% reported that they are under observation or surveillance (Azam, 2020). By implementing efficient performance management techniques, remote employment can enhance employee morale and increase productivity.
According to Deole et al. (2023), employees' authority over working time, working pace, and workplace should be increased in remote working. Some literature suggests that increasing an individual's power over given tasks can positively affect their performance. The research also found a positive connection between work-from-home settings and employee performance (Lyness, et al., 2012). It is also noted that a person's work-related and household features play a significant role in employee productivity, which is regarded vital in understanding the relationship between performance and working from home. For instance, how technology is used at work might influence the type of interaction expected. The capacity of businesses to track staff behaviours may vary across high-tech and low-tech sectors. The degree of supervision may also depend on the type of work and job duties. Employers can, for instance, monitor operators' work efforts in customer service call centers in real time (by looking at the number of calls made, the length of the calls, and the ratings from end-of-call surveys).
In contrast, this kind of oversight is not as easily accessible in industries that do not use similar monitoring tools (Deole, et al., 2023). Household attributes such as the number of children, the size of the household, the presence of a dedicated workspace, and reliable internet connectivity can influence the efficiency of individuals working from home. For example, parents of school-age children may face more significant difficulties maintaining focus on their work than those without children, mainly when dealing with school closures resulting from the pandemic (Rupietta & Beckmann, 2018).
Performance management during remote work can be difficult. The ideal way to assess performance for remote employees is to create objective measures. For instance, this assessment can be a daily target for some employees. A more sophisticated method could include a four-week cycle where the manager would set certain goals at the start of the month and evaluate the employee’s performance against them at the end of the month. 
[bookmark: _Toc138503027]Using Theory Explain Continuous Performance Management
Several theories and theoretical concepts can be used to understand continuous performance management better. First, several reward management theories exist, including agency, reinforcement, expectancy, and goal-setting theories.
[bookmark: _Toc138503028]Agency Theory 
Agency theory is the concept that depicts that there is a conflict between the employer and the employee. It also focuses on the concept that pay depends upon performance. Therefore, both the employer and employee are economically interested in doing a task in a corporate setting. This theory explains and resolves the issue between business principals and their agents. However, this theory also depicts that the principal's interest cannot always align with the principles of the agent (Evans & Tourish, 2016). Various problems in performance appraisal can also be explained by the agency theory's influence on organizations. However, not all problems regarding performance appraisals can be explained through this theory. Agency theory explains how an organization can ensure the alignment of interest between owners and employees.
Individuals are believed to be motivated by self-interest through economic considerations superior to aspects like trust, loyalty, and friendship networks  (Besley & Ghatak, 2005). One of the research argues that this theory influences appraisal practice and deserves more serious attention than it has ever received. This theory focuses on the idea that the relationship between managers and employees in the appraisal process is widely used in various organizations. Most of the studies focused on improving the process of performance appraisals. It also portrays that most appraisers have biases in how they perceive others. When this theory is applied to the workplace, the principal can be defined as the employer or manager, whereas the agent is the employee. The theory depicts the concept that both parties, either the employee or employer, are self-centred, or it is always the case that the agent will not perform considering the principal's interest. It is a performance management approach that includes continuing feedback and coaching. This theory is based on the concept that employees perform better when they know their performance and are allowed to improve. However, the theory provides various ways to promote the continuous performance management approach. Continuous performance management can help meet the interests of the employee and the employer. When regular feedback is provided to the employees by upper management, they are likely to understand their work and how it can contribute to the organization's success. This will also enable employees to perform at their best. 
[bookmark: _Toc138503029]Goal Setting Theory 
According to the Goal Setting Theory (1968), setting personal goals for each employee is essential for maintaining motivation to produce outstanding work results. According to Lunenburg (2011), those who are given explicit, challenging, but realistic goals are more likely to succeed than those who are given easy, vague, or no goals at all. Goal-setting theory is defined as a cognitive theory of motivation by Yearta, Maitlis, and Briner (1995). The motivation is attached on the basis that individuals have needs that can be considered as goals that they really want to accomplish. Moreover, this enables in forming the belief that human behavior is purposeful and the goals are derived from the individual's desire, to perform any specific action or task. Applying the goal-setting theory can enable the employee who is involved in setting goals with a manager, as shown in CPM, would feel motivated and passionate regarding his work. Goal setting theory can be defined as a concept that defines tactics for employee engagement that enables setting specific and measurable goals, to improve productivity and performance. By implementing the goal-setting theory into the workplace, both employee performance and employee engagement can be improved through this theory. In the goal-setting theory, there are several principles that can be used to set goals. These principles of setting goals can include clarity, challenge, commitment, feedback, and task complexity. The goal-setting theory can be incorporated into the workplace for setting goals. For this purpose, it is important to identify the purpose of the goal. This theory is a part of psychology that allows us to think of challenging and specific goals and objectives that can improve performance, when individuals receive appropriate feedback, as the concept of continuous performance management is a process that is conducted over and over again within a year. However, the concept of continuous performance management can be defined as a process of planning in setting goals and expectations, doing check-ins and reviews (Singh, 2018). This theory can be applied to continuous performance management in the workplace by setting clear and measurable goals for employees and offering them regular feedback, so that they can improve their performance and reward progress. 
Goal-setting theory promotes individual employee engagement. It is a common practice that when individuals set their own goals, they are likely to be motivated and more focused on achieving them. This further allows increased performance and productivity, as the process of goal setting requires setting measurable and attainable goals along with employers and managers. This allows managers and employers to must develop a collaborative culture or strong communication in order to deliver or communicate expectations and progress on a daily basis. Better collaboration and strong communication will allow both parties to build trust and develop better rapport. Not only it helps in building relationships and trust, but it also enables individuals to identify the key areas that require improvement, support, or training (Hoegl & Parboteeah, 2003). Goal setting theory provides better opportunities for feedback to employees. It is observed that regular feedback is considered essential for continuous improvement. Feedback helps organization members in attaining their performance goals. This also allows people to assess their own goals and identify how well they are doing and what areas of their performance need improvement (Lunenburg, 2011). By setting goals, managers can provide employees with feedback on their performance.
[bookmark: _Toc138503030]Expectancy Theory 
Expectancy theory is the theory widely used for analyzing the performance management of employees. This theory was proposed by Victor Vroom in 1964. In this theory, the researcher focuses mainly on the outcomes and not on the needs (Channell, 2021). According to this theory, the degree to which a person tends to behave in a particular way is directly related to how strongly they anticipate that their behaviour will result in a particular set of results. According to this theory, people have a choice in how they act. Providing team member coaching and encouraging them can allow them to believe that they can control those factors that can lead to their success (Indeed, 2023). The theory is stated that an individual employee's motivation is a result of how that person wants a reward, the ability of the energy that leads to expected performance, and last is the belief about the performance that will lead to incentive. The three aspects of this theory can include expectancy, instrumentality, and valence. 
Valence can be defined as the significance related to an individual about predictable results. This is an expectation and not the actual gratification that one expects to receive after fulfilling the job goals. Expectancy can be defined as faith regarding the efforts that if more efforts are made, it can lead to better performance (Dutta, et al., 2021). Expectancy can be influenced by factors, for instance, ownership or control of appropriate skills for doing the job correctly, presence of the right resources, availability of necessary information, and getting the necessary support in performing the job. Instrumentality is the third aspect of the expectancy theory that focuses on the faith that if an individual performs well, then there will be a valid outcome. This aspect can be affected by factors including believing in people who decide what outcomes can be received. There is a clear relationship between performance and outcomes. This theory shows that there is a relationship between expectancy, instrumentality, and valence. The higher the expectancy, the higher will be the level of motivation. It is also noticed that if these elements are zero, the overall motivation will also be zero (Estes & Polnick, 2012). 
One of the significant applications of expectancy theory can be explained through its application in every type of organization. The theory can be used for every type of employment relationship, while it is widely used for analyzing employment relations focusing primarily on employee performance. The implementation of this theory can be explained in organizational settings as recruitment and selection of employees for a specific job position (Strickland, 2021). Moreover, this theory can be used to analyze and identify the organizational training outcomes of employee performance considering the organizational goals. However, the theory is helpful in analyzing other aspects that can contribute to the motivation of individual employees in the organization, and what motivates them to join the organization, such as needs, goals, and past experiences. Expectancy theory is an excellent framework as it assesses organizational performance. It also works to analyze and interpret each employee's detailed and precise behavior considering their own expectancy calculation (Lee, 2018). By using this theory, it is understood that every individual has different expectations from their organization and wants different things from that organization. Some individuals like to have good salaries and other incentives, while others demand great job security for professional and personal development and enrichment. Since this theory is founded on the self-interested individual, who is likely to experience greater satisfaction and who wishes to reduce dissatisfaction, its advantages are clear. This theory focuses on the expectations and perceptions of individuals. It focuses on rewards, incentives, and payoffs, and last, this theory focuses on the psychological area or treatment in which final objectives are received with maximum pleasure, considering the least pain (Bhattacharya, 2016). 
[bookmark: _Toc138503031]Equity Theory 
Equity theory is another management theory that focuses on motivation and employee performance. This theory states that employee motivation at work is denoted by fairness in the organization (Tanner, 2023). It also suggests that individuals make a mental ledger and write the input and output of their job, and use this ledger further to compare their input, output and outcomes with other members working in the organization. Equity theory is the motivational theory that is proposed by John Stacey Adams in the 1960s (Denis, 2017). Adams was a psychologist by profession who identified human behavior and motivation and developed this theory of motivation. This theory focuses on their perception and beliefs of employees regarding fairness or fair treatment and motivation. According to the equity theory, an employee's motivation is affected by how fairly they view the input and results of their labour. Small business managers can utilise efficient performance management systems to structure job duties and expectations of staff members, foster skill development, and guarantee that these frameworks and skills are consistent with group or individual goals and objectives (Eshun & Duah, 2011). The employee is frequently satisfied with the outcomes of their efforts, including their salary, when the compensation is comparable with the amount of work the individual believes they put into the job. An employee may be less motivated to work hard if they believe that others gain more for putting in less effort than they do. It is the duty of managers to build a positive work environment by drawing attention to employees' job duties in detail and establishing reasonable and reliable performance expectations for all corporate workers. Small business owners avoid paying their staff excessively or insufficiently. If cutting the budget is obligatory, considering the state or condition of the economy, they are distributed evenly across the business (Awan, et al., 2020). Employees often need to be able to contribute to their performance plan, revise their goals if circumstances change, and look for career growth opportunities in order to stay motivated. Maintaining fairness while supporting performance growth can be challenging for managers. Typically, managers assess their employees, align ratings, and determine rewards such as salary increments, promotions, flexible work arrangements, or stock options (Duggan, 2023). However, the focus often shifts towards justifying these decisions rather than providing constructive feedback that can improve performance and foster career advancement. Successful managers in small businesses excel at effectively communicating company objectives and ensuring employees grasp their role in achieving those goals. By recognizing and appreciating the dedication, loyalty, commitment, skills, and enthusiasm exhibited by exceptional employees, managers establish trust, acknowledge achievements, and cultivate a productive workforce. Acknowledging an employee's sense of accomplishment not only fosters loyalty but also introduces a sense of security regarding their future with the company (Duggan, 2023). Adams (1963) proposed that equity is attained when there is a sense of balance and stability between an individual and a reference point for comparison. On the other hand, when this perceived balance is interrupted in either a positive or negative manner, it leads to a state of inequity. Put simply, individuals tend to be motivated when they perceive fair treatment, but if they feel otherwise, they are likely to experience dissatisfaction or reduced motivation. Adams suggests that the act of comparing oneself to others can result in two potential outcomes – equity or inequity (Eshun & Duah, 2011).
[bookmark: _Toc138503032]Locke's Goal Theory
The goal theory focuses on the idea that people's objectives play an important part in communicating their behavioral patterns. In most work settings, this is considered an important motivating factor for people to behave in such a way that the organization's desires, and it also allows the employers to deliver the desired objectives (Wallbridge, 2022). This can lead to shaping employee behavior and helps them in achieving improved performance. This theory posits that performance appraisals come from the process whereby an employee who meets the required performance standards expected by management is offered with high salary, promoted to a higher post, and provided with various career development opportunities. The theory also emphasizes the idea that performance appraisals are a feedback mechanism that affects the employee in delivering their desired expectation of management. This theory can help in implementation and transformation by replacing the annual performance appraisals with one on one meetings. The Western County Fire Brigade ensures that employees have clear objectives in working towards organizational goals. This part of the company's practice aligns with Locke's notion that specific goals can enhance motivation and performance. One of the other aspects of the theory focuses on the idea that more challenging goals and objectives are likely to motivate employees, and they are likely to put in extra effort and strive for improvement in the presence of challenging goals and objectives. The company, by focusing on continuous feedback and check-in conversations, can promote a continuous improvement mindset among employees. Because of this, the employees remain motivated and also put in consistent efforts to achieve their goals. The theory by Locke also focuses on the concept that feedback and involving employees can help them stay on track and improve their performance (Eshun & Duah, 2011). 
[bookmark: _Toc138503033]Reflection 
Considering my experience, I have performed several activities during my module. This module helped me in learning about various concepts of continuous performance management. The primary goal of my learning was to learn and develop enough skills and knowledge about continuous performance management. I aim to continuously develop my skills and knowledge to apply these in my experience. I will use the knowledge and apply various management literature and theory in practice and also in understanding the case of the company that is given in the module. In order to improve my efficiency professionally, I will try my best to use my knowledge regarding different management theories and approaches. This module helped me understand the importance of research work and critical thinking skills. According to Woollett (2023), good critical thinking skills can make individuals stand out from their peers and helps in resolving problems. By developing these skills, I can perform better in tasks and academic activities. I will use my critical thinking skills to resolve problems and think of a better solution for each problem. I will also focus on my research skill and, using these skills, find the best possible literature and theories and use these theories in my academic learning. I will also try various learning approaches, such as the behavioural learning approach, humanistic learning approach, and humanistic approach. Attending and participating in group discussions and study groups will also help me in improving my learning and academic skills or knowledge. During my learning, I also explored my strengths and weaknesses and the areas of improvement in my practice. I often take time to complete tasks, and it is difficult for me to work smarter. I need to focus on working more smartly and efficiently to reach the module outcomes. I have poor writing and research skills which are enhanced because of the strategies and learning approaches that I have used during my module. I will use books, digital media, academic websites, and official websites in my practice and learning. By using these sources, I will explore various methods and information that would be helpful in my module and professional life. 
[bookmark: _Toc138503034]Conclusion 
The above report demonstrates the use and importance of continuous performance management. The report overall helped in understanding the different aspects of continuous performance management and how it can influence the performance and behavior of employees working within the organization. The concept of continuous performance management is discussed in this assignment with the help of using several theories and literature. There is a case of the Western County Fire Brigade is also given in the report that focuses on the concept that the company has implemented continuous performance management in place of performance appraisals. However, it is well needed for the company to have an appropriate approach, like continuous performance management, in place to manage the employees and workforce working in the company. It is sensed from the above report findings that appraisal is the old way of employee evaluation; however, with developing time, it is important for companies to adopt new methods and approaches to performance management and employee evaluation. Annual appraisals are costly and time-consuming methods and offer fewer benefits than continuous performance management.
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