


Happiness at work is a feeling that not many employees are experiencing. According to research (Fisher, 2010) the employees are reportedly overworked, underpaid, and can develop various mental health problems and stress issue due to being unhappy at the workplace while working in a stressful environment. Wilcox (2022) argued that it is in the company’s interest to have happy employees, as they can make smarter decisions at work, be more productive, are less likely to quit, and they can create an overall productive workspace where everyone can join. 
Starting from this, the essay is looking to critically assess the performance management benefits for company and individuals and show examples of how successful companies are using this tool to not only increase employee satisfaction, but to also increase company’s profit. At the same time, the essay will provide a Personal Development Plan to be able to check the development needs of an individual and to show what actions can be made to fulfil those needs to be qualified for the ideal job. 

In the beginning, it is mandatory to define what performance management means. Brown et al. (2018) argued that performance management is present in every organisation, but it can be formal or informal, which means that formally, the company can have a performance system in place, and informally, these can be discussions between employees about performance. No matter the way that performance management is present in a company, Brown et al. (2018) argued that performance management is most important in the Human Resource Development department. As Aguinis (2013) further explains, the performance management is being known as a way to develop employees and can be defined as the process of identifying and developing individual performance and align it with the organisational needs. 
Another perspective comes from Rostam (2020) which considers that the performance management is actually a set of measures that are taken to ensure that all the resources and facilities are used at maximum capacity to assure that all the organisations’ goals are achieved. This definition does not include in any way the development of employees, so it is a great perspective to compare the other definitions. 
Since there is no clear way to define the performance management (Franco-Santos et al., 2007), there are multiple perspectives over this, such as the business perspective, where the performance management is used to improve the business (Bourne, Neely, Mills & Platts, 2003), the technological perspective, which means that performance management is being used to increase the technology used to increase productivity (Chenhall and Langfield-Smith, 2007) or people perspective, where the performance management is being used to develop every employee (Neely, Gregory and Platts, 1995). 

Performance Management, as any other practice, has its fair share of advantages and disadvantages, however, the studies have shown that the advantages that this practice is offering are well worth it, and the disadvantages can be easily overlooked (Pulakos, 2004). Younis (2018) offers examples of advantages of Performance Management, in which he mentions that the managers are making a habit of discussing performance with the employees, which is further helping the employees to have a targeted development plan in order to achieve their goals, are being encouraged to follow the plan and to become the best version of themselves. Even more than that, a good performance management offers rewards to the employees when they are doing a great job in different forms, which can be additional benefits or salary increases, which is mandatory to further motivate the employees (Younis, 2018). On another level, the practice of performance management allows the company to gain knowledge about the motivation of the employees, to record it and to use it to increase the productivity and the profit of the company (Younis, 2018). 
The same source (Younis, 2018) offers a mirrored perspective of the advantages of performance management, focusing this time on its disadvantages. The main disadvantage of using a performance management system is the fact that is it consuming, not only it consumes a lot of time when trying to figure out what works for the company, but this process also involves resources consumption, such as human resources or financial resources (Younis, 2018). Even more than that, this process required a high level of attention to details and commitment, and it might be difficult to implement if there is no interest or consistency coming from managers, which will have opposite effects than the ones wished, and the employees will feel discouraged and will become unmotivated (Younis, 2018). On the same topic, there are many employees around the world that are feeling that a performance related meeting is always negative, with criticism or the possibility of firing, and this affects their perspective, which is why the managers must commit to change this perspective (Younis, 2019).
Even though there it a lot of effort required in order to make the performance management effective, the advantages are immense for both companies and employees. 

Hartog and Verburg (2004) are saying that one of the greatest benefits that a company that uses performance management can have is a high performing workforce. This is represented by motivated people, that use their time productively, are taking all feedback on board and are working as a team towards achieving company’s goals. Sahoo and Mishra (2020) are saying that by using a performance management system, a company can create a better hiring process which will give the recruiter’s time to assess if a candidate is suitable for the team and if individual goals are aligned with the company’s goals, can also provide a better understanding of the measures that need to be taken to only have desired outcomes when it comes to goal achievement and can also offer a competitive advantage over other companies that do not practice performance management regularly.
There are also different benefits for the company. The first one is that the company can become more adaptable and prepared to unexpected situations (Uddeen, 2021). This means that the employees are all prepared to overcome any situation, and there will not be any gaps in the necessary workforce of competences within the team, which will make the company to be always assured and the volume of work covered. 
At the same time, performance management is beneficial for managers as they can have the most accurate statistic over the team performance and that will make the developments plan more accurate for every employee, as well as the review process will touch particular subjects that are brought up based on individual needs (Uddeen, 2021). 
In addition to this, the workspace environment can become clearer, where everyone is treated fairly and there is a healthy competition available, which is beneficial for better performance results and productivity (Talent Edge, 2022). 

For employees, the performance management can be a great way to increase their morale at the workplace (Natural HR, 2019). This means that performance management is promoting a work culture where employees are appreciated for their work and effort, and all problems are solved by providing constant feedback and learning support. These simple actions can have a detrimental benefit over the morale of the employees and will make them more comfortable and happier at the workplace, which will only increase their productivity and desire to work for a company that makes them happy. 
At the same time, a good performance management can increase the employee autonomy (Natural HR, 2021). This means that the employees are aware of their responsibilities and the company’s objectives, and they are able to be more independent and conduct self-learning to be able to perform in a way that exceeds expectations. This is important for employees as they will feel more valued, independent and they will make responsible decisions and become more productive. 
Furthermore, the performance management system improves the accountability at the workplace (Natural HR, 2019). This means that every employee is accountable for conducting their activities in a suitable way and be informed about the organisations’ goals and do their part in achieving the organisation’s goals, and this can make them be more confident in their work and become more responsible. 
Another benefit of performance management for employees is the fact that they will have reduced conflicts at work, as everyone will be aware of what they need to do and how, and by having clear instructions the confusion will be reduced, as well as the conflicts (Fernandez, 2017). Because of reduced conflicts, the employees will be able to focus more on their duties, their mental health will not be affected, and they will be less stressed and anxious at work. 

It is not arguable that the performance management system has benefits for both the employees and company, but it is important that this process is made correctly in order to be effective. To help implement an effective performance management, researchers proposed a few ways that can be helpful. Latham et al. (2005) explained that, in order to create a successful performance management system, a research is mandatory to be conducted, in order to find what employees, want, what they need to further develop themselves and what motivates them. After this crucial step is done, then, a series of constant actions must be implemented, such as periodic performance meetings, incentives offering, goal setting, constant feedback and supported development (Latham et al, 2005). 

Facebook is one of the companies that have the greatest performance management, as the company takes this time to review it employees twice per year and is significantly planning the employees’ development (Feloni, 2016). Following Facebook’s performance management system, the employees are giving the company positive reviews, as they enjoy working for Facebook, and that it is one of the greatest companies to work on (Feloni, 2016). 
Another example of a great company to work for is Google, which is actively listening to its employees and tried to adapt their performance management based on the employees’ feedback (Levitsky, 2022). As a result of employees’ feedback, Google adapted their performance management from two performance meeting per year to a score that gives each employee and idea about where it is situated in the company, and it helps to plan the next steps in becoming at the top of the hierarchy (Levitsky, 2022). However, this system does not mean that the employees are rated in a negative way, but their development within the company is being made based on the actual needs of each individual and each development is being supported by managers, company and other employees as well (Levitsky, 2022).
As a result of their interest over the employees’ development and well-being, these companies are top companies in the world, used by millions of users, and their position of the market is very strong, as they have millions of employees as well. 

To sum up all the information presented in this essay, it is clear that over the time, people had different opinions about performance management. Although people were confused with this concept in the beginning, they saw its potential, and they conducted further studies to find out the benefits of performance management. At the same time, researchers concluded that each company must create its own performance management system in order to adapt to each employee needs. The fact that performance management is a system that must be personalised by each company, the disadvantages are at a surface level. Some researchers have concluded that, generally, the performance management takes a lot of resources, and it must be done over a longer period of time which means that it requires serious investment and commitment, however, if there is no investment or no commitment, the performance management system can absolutely fail and become a waste of time, and moreover, can negatively impact the employee performance. On a brighter side, the same research concluded that the advantages that a performance management system has add more important and worthy, and that the general disadvantages could be ignored. Given this, the performance management has advantages such as increased performance, increased employee motivation, which will directly result in a more profitable business. To expand this idea, the performance management does not only have advantages for companies but also for employees. while between companies advantages it can be highlighted the profit and the increased productivity of employees, as well as good employee retention, for the individuals, a great performance management means that there is constant opportunity for growth, constant feedback, which results in a happier workplace and stress free workplace, which can only boost employees’ motivation. the examples presented showed that the top companies in the world are using performance management effectively, which translates into the fact that Facebook and Google have invested in employees well-being, but they have also seen company profits.

Finally, within this essay will be presented an example of a Personal Development Plan that a Team Leader must abide to, as a result of its performance review meeting. 

	OBJECTIVE/ Area of Improvement
	Measure
	Priority
	Support and Development Internal/External
	Review Dates
	Other Comments

	Delegate the work
	The employees will start taking more responsibilities over a fair increase in pay, and the team leader will not be so burned out, which will result in a more stress-free environment and more time to conduct constructive meeting with the employees.
	Important
	The team leader will be asked to compile a list of its tasks based on priority and what is not urgent and not important will be delegated to other team members that want to become future leaders, and this is an internal step. 
On an external level, the company must provide training opportunities for the team leader in task delegation and work prioritisation. 
	The review date is set up to be every 2 months, as the first month the team leader will have to delegate the work and it takes at least a month to be able to evaluate any results, no matter if positive or negative.
	

	Take individual courses for self-development
	The results will be seen as the team leader will be happier and more satisfied at the workplace, because after work delegation and investment in self-development, the team leader will be able to be more fulfilled with its job because it allows him as well to develop, not only the employees.
	Important
	On an internal level, the rest of the employees must understand that the team leader needs to grow and develop as well and to be understanding with the team leader. 
On an external level, the company must provide all the means necessary for the team leader to develop, such as extensive training on various topics, fund other courses or qualifications and show the team leader that his best interest is being acknowledge by the company.
	This part will be further assessed after a period of six months, because the growth and development is not happening over time, and the team leader needs time to assimilate all the changes. 
	

	Identify and invest in the growth of other members of the team as potential future team leaders
	The results of that are the fact that the team leader will have back-up anytime when it might be a unexpected event, as well as the fact that if he will grow and will take on a higher role within the company, the role of team leader will be available to another member of the team and the transition will be easier to be made.
	Medium
	On an internal level, it is the duty of the actual team leader to correctly assess the potential of each member of the team and make an objective decision of who might be suitable for the role of team leader, and to start train that person.
On an external level, the company must approve the choice made by the team leader and to assess it as well, and to provide all the equipment and resources needed for the training to begin. 
	This will be reviewed after 3 months from the start of training, to check what is the progress of the chosen person.
	




This is an example of how a personal development plan might look when an effective performance review is being made. As it can be seen, no negative comments have been made, and there is plenty of support available for the team leader to be able to follow the plan, which will be reviewed periodically to check the progress. 
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