Date: 04.03.2022
Natalia Weronika Michalak
Student number: 1815759
Assignment Title: Developing relationships and Workplace achievement


Thesis: Using the Performance Management model define and critically assess the benefits to the organization and the individual of developing individuals in the workplace.

Elaborating the thesis I must to focus on a direct evidence in the case of profits to some companies 
and individual people to achieve best of possibly Performance Management model. Therefore, I will be using this theories as a fundament in the case of verification these models as individual practices in the global companies. The organizations presents in the essay refer to my personal experience on the labour market. However, what is unique in my experience is that my job history has many examples of Performance Management practices in i.e. business global giants and local companies which can be helpful to compare these two. 
Each company to prosper must develop some kind of tools which is: Employee Engagement, Performance Management and Motivation. These tools are essential to make company exist on the market. In other words, without these tools company cannot be a successful workplace. 
For example, Employee Engagement is driving systematically by Motivation but, both these tools are control by Performance Management which is connected and regulated by first two tools and used for planning, monitoring and future evaluation together. In this way, Performance Management also can be used to find a motivation in the workplace by the employees to making stronger relations and better cooperation. 
The paragraphs with each tool I should therefore examine in details.   
Motivation - it can be defined in the category of specific behaviours. At the same time, it is needed to satisfy emotional states or one's own needs. In Maslow's theory, the factor of focusing on needs is important, they set goals and they are to meet basic needs that are to live to a higher goal in a certain order. This theory has the shape of a pyramid. It is based on the necessities of life, such as hunger or physiological needs, which are guided in hierarchical chronology further by social needs, going up to the need for respect and self-realization. The needs in the upper part are closely related to the lack of something in our lives and the need for replenishment. On its basis, Harzemberg's theory of Motivation developed by two factors of these external and internal needs. The exterior is mainly supposed to refer to the environment that surrounds us. An example may be hygiene which, as an internal act, directly concerns us, our cleanliness, and to the one that is external it concerns the sphere, e.g. mental, as an example we can give here the managerial staff, which in the hierarchy will have a group of employees under it. Collaboration between your workforce and the rest of your employees can impact Employee Engagement. Thanks to security and adequate remuneration, you can get better motivating results, which can indirectly affect the profits for the organization and the individual. External and internal factors are also types of Employee Engagement and also concern similar factors as:
As internal types of engagement we can include:
1. Attendance and punctuality
2. Work engagement
3. Satisfaction
4. Motivation
As external types we can include:
1. Organisation of co-workers events
2. Taking part in charities
Motivation can mean something different to everyone. Therefore, the theory of Maslow and Harzemberg is universal because it draws the basis of the needs of every human being, hence it can be a universal package for every company. That's why Amazon encourages its employees with large bonuses when applying for a job at Amazon during a very busy period, where it is difficult for the company to find the right number of employees to sell the company. The last advertisement I came across was a Bonus that can be divided into three parts provided that you work during the Holiday period, Full-time work + additional hours above the minimum period of three months for the benefit of the company guaranteeing itself an employee and for the employee motivation form a bonus and an increased rate that is competitive in terms of the same position in the local company. A smaller company aware of the competition in the labour market, such as alliance Healthcare, offer bonuses to the monthly payment as part of not leaving working days. Also in this case, the overall company guarantees itself an employee in exchange for the motivation of a cash bonus. With the difference that the smaller Alliance Healthcare, which cooperates with hospitals distributing medicines throughout the country and Boots pharmacies, cannot afford a competitive rate compared to a competitive global brand such as Amazon. An external motivating factor may be organized events such as Christmas parties or integration events, which in times of pandemic have been limited or do not take place so far. Corrnelius in Port Talbot, a cable manufacturer, has completely abandoned its workforce to reduce the number of potential Covid-19 patients. Unfortunately, the company did not give anything in return, which met with a conflict between employees and staff, disturbing the hygiene of occupational safety.
Another type of help from the theory on which Performance Manager is based is KPI (Key Performance Indicator). It is an important tool for achieving a specific goal for the organization by the entire team. These are five steps that are designed to identify, create, evolve, develop, implement. This method is closely related to the performance manager combining motivation for a specific goal and giving the possibility of cooperation between employees. The only difference is that it focuses on a specific goal by creating a specific group to achieve it. This makes it easier to control a given goal, solve it faster, analyse it, and take an insightful look at it and the healthy condition of a given company.
An example of such a target may be complaints submitted by customers. Customer opinions for the company is the most important, in sales it often dictates the success of a given product and raises sales rankings. Big stores such as Aliexpress or Asda have an extensive policy and every moment of verification of the item from placing an order to shipping and delivery. It was often the case that it is not profitable to do an Investigation on the sold item subject to the complaint and up to some limit the amount is returned automatically. If such a transaction is not performed automatically, where it is manually verified with an employee of a given company like Aliexpress, the employee is protected by the company's policy and returns. Clearly defined verification on the basis of a return survey or chat, which directly the employee-customer settles the matter "on the spot". What else happens in the case of smaller companies such as my where I currently work, Victorian Sliders where at the time of return the product goes back to the corrections. In this case, it is often associated with meetings where individual complaint cases are discussed in order to train + Individual conversation with the management which causes additional stress, while strongly affecting the morale of the group of employees who feel under pressure did not make the same mistake. A very common case is also the policy of charging the employee with costs for loss, for return or customer complaints. Such a practice is very often in restaurants in Poland, one of them is the Miau Cafe restaurant, in a high-profile case from last year, despite the fact that EU labour law applies.
AMO theory- A to lead to a performance through the HMR organ. AMO is a series in which HRM practices interact with each other on the individual through the discipline of Ability, Motivation and Opportunity which leads to performance related outcomes. AMO theory to provide organizational leaders with a management tool that can impact performance. If any one of the three characteristics is missing, performance is likely to be inhibited, but if all three are present, then performance is likely to be enhanced. High employee performance is a strong factor that contributes to organizational success. AMO is an independent work system composed as a connecting cycle aimed at:
-most labour mobility
-motivate employees
-provides opportunities to contribute to the company
By presenting this theory in practice, one can focus on a separate breakdown of each of these independent factors, but since it strives for performance, it is supposed to be a whole. Therefore, as a whole, we can take the general policy of given companies to confront them with the opinions of employees and the needs of the company in relation to, for example, individuals. In turn, by not providing one of these factors, the often disturbed balance in the work environment is often disturbed. Again, you can notice here a reference to the motivation that is the goal of a given unit as well as to Employee Engagement, which can be here, for example, educational training or development, as well as the aforementioned hygiene of a given job, i.e. Opportunities, which are environmental changes, running a company and its policy at the level of managerial staff and leaders in relation to employees who are under them.
An example of the company's general policy can be a global coffee shop, which in the consumer's consciousness is one of the quality, expensive and high-class service at the network level. Only the Coffee Shop is Starbucks which during the pandemic was forced to reduce the number of hours due to exacerbations in various regions of the world, adapting to safety standards during the global epidemic. Due to the lack of work, working hours were shortened, which caused employees to complain about lower pay and stress due to safety restrictions and employee reductions, without the possibility of paying state aid very often. Situations of this type took place in various US states or even in Poland, with the exception of the situation of, for example, the allowance available in the UK. In addition, there was occupational hygiene as well as safety to which not only employees had to adapt, but also customers with restrictions related to masks, spacing and even the decision regarding the safety of buying products to take away or in the store. . Focusing on the pandemic period and the constant life of stress due to cost cuts and employees, Starbucks employees complained about the deterioration of mental stability. They demanded a firm move from the company, employees made it clear to the company by collecting signatures to raise the rate or increase the number of hours. Starbucks responded that they are able to offer employees phone apps for meditation as part of the fight against the difficult mental situation of employees. Employees in this situation said briefly: "within an ask for meditation up we want to be able to buy our rent". Most employees do not hide their indignation by massively commenting on the situation under articles about the case on the Internet, e.g. on platforms such as Reddit or twitter. In this way, it forced the company to take action and offer in return not only to pay for a subscription to the meditation app, but also a complex health package for employees and a 10% raise. It is clear that the company mainly lacked the motivation factor in this case. The opposite situation is in the company for which he works, because it brings the opposite result through the following errors; these are errors in communication, lack of training and an error in the employee relationship in the ability directly affects the ability. The company does not provide training for new employees, this is information provided by employees who are already implemented, but not advanced because of which internship. . This often has an impact on product improvements just before shipment, on which employees have to spend additional time in the company, in order to repair their own and other less experienced colleagues in order to double verify a given product or do go back in the event of a larger problem, which, as you know, is an additional cost for the company due to the materials used, but also additional time to make a target.
These situations also lead to moments when there are delays in deliveries. Meetings are very rarely organized in the company, so that employees pass on various information by word of mouth without obtaining them at the source, without verifying. Sometimes it even happens that the employees themselves ask for training. In turn, it is associated with not making the right amount of target and the associated delays in production or smaller parts, which are often the cause of conflicts at the level of the manager and employees. Due to the aforementioned lack of meetings, employees who do not have the opportunity to speak. The result of such conflicts are situations in which the employee is dismissed, which causes the following consequences: lack of adequate staff in production, a greater amount of target, which is directly associated with greater stress and even greater tension, a greater number of errors and shortages in orders. Deficiencies in orders for given parts are a frequent subject of discussion for the company because very often the production stands still and some employees do not have work so they have nothing to do and some employees work and some stand still. Very often the company sends employees home, also reducing their hours. Which, of course, directly affects the salaries of employees and at the same time the motivation. AMO seems to be overlooked most of the time at Victorian Sliders, which has consequences. To avoid serious losses, the company compensates for large shortages of employees by raising the rate above the national average and an attendance bonus for not allowing days at work.
Providing opportunities to contribute to the company is very important for the balance of work, which is why it is determined by the process of performance management, which defines the last point of AMO- objectivities in HR practices and politics so as to support performance. For this to be effective, it must start with the smallest individual, then move into a group and then move into the whole department, then go into the corpo-council and human resource strategies in order to finally define all these goals of the organization in values and believes in organization.
In this way, we can put the image together and each of its elements can be built in the company as a ratio of development to success with the ultimate factor that it affects is the performance management process which is defined what a big circle that is to mean control over the work environment. As we know not a factor , which is not dependent on each other between the individual and the whole organization, so the big circle opens a cycle that performs an information function , so it is obliged to constantly contact with employees so that it can see the effects. Well, what consists of 4 elements:
1.) Establish business/developmental goals at the individual level.
2.) Provide ongoing coaching and feedback to maximize performance.
3.) Conduct formal reviews and evaluations.
4.) Share rewards and recognition.
5.) Repeat steps 1-4.

Is this a summary of the whole set of knowledge that we have achieved the company know the awareness of the factors that they in the company's development, This essence is a summary of all theories that are closely related to each other as I tried to prove it above. It is important to have a specific location of the error to complete the scheme of proper functioning of the organization so that as individuals employees can find further motivation to jointly pursue the goals set by us.
[bookmark: _GoBack]The next is to construct an individual development plan that is to determine exactly what are our priorities are in order to be even more effective, it is recommended to use the SMART theory, which is the key to achieving the plan undertaken, also whether we can control its course successively, whether the final success is ultimately achievable, whether the assumed goal is consistent. With a given company and whether we have the necessary means for further investment in the company that can support and develop this particular company, and finally determine the appropriate market price to break out on the competition to translate it into real time.
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Finally, I will focus on a summary of knowledge about the individual, based on individual conversations with each employee in order to develop the employees' perspective about their real experience and development in the company. And this is a summary of the work of a given employee, individual honestly not about the perspective of a given employee and his needs, preventing possible deficiencies that affect the further PM process that attracts larger units of the company mentioned above from the group to the division to the staff to managers and the entire organization.
· I often meet with opinions on the Internet under various posts about features that are clearly missing in the company. The advice that most often appears under posts commenting on the PM case in companies are:
Keep it simple.
· You only need one form for everyone
· Focus on results based goals that align to the work that needs to be done. Align with company goals.
· Results based goals can be MBO, SMART, OKRs, whatever - focus on what needs to be accomplished. this is "what" needs to be accomplished.
· Have a section related to core values. This is "how" things need to be accomplished.
· 360s re for development - not performance management. Managers should solicit feedback if it makes sense. But 360s add unnecessary complexity to the process.
· Continuous feedback and discussion are critical. But this doesn't need to be formal. Regular touchpoints work and if they're effective, then the documentation part a couple of times a year is easy.
· Train leaders on how to deliver feedback
· Figure out how or if your performance process aligns to your merit / bonus process.
As I explained above, it all starts with an individual who often has a problem at the manager-employee level. All misunderstandings result from the lack of monitoring of employee achievements. And the consequences of this monitoring. There are also organizational errors and factors taking into account the involvement and motivation of employees. Often, companies choose half-measures such as actual logistical changes to temporarily patch the hole with bonuses or packages. In their own way, they can help with motivation, but they are not the main division of satisfaction of their employees. My company in which I currently work is the best example of simple solutions. And the lack of consistency of their actions. The biggest sign in such situations are the dismissal of employees of their own free will, who are led into disinformation by not providing even information in general from demands and by other equally ill-informed employees. This applies to training as well as new decisions in the company, which include occupational hygiene. To get a chance to be distinguished, the employee should add feedback about the employee's achievements and recognizing his needs preferably once every 3 months to feel that the flow of information he gets allows him to meet his values in the company. In a nursing home, i.e. my previous job, this is a very important point that can affect the quality of work, which is unacceptable due to the type of work, i.e. customer care. On production lines and warehouses, this function translates into the way of working and into training or machine improvements, which is often associated with additional costs. What companies do not like. Therefore, the characteristics listed above are very important in PM and are an essential element that must occur in a healthy working environment.
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