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1:0 Introduction
One of the purposes of this study is to understand the significance of continuous performance management and how it is an ongoing feedback and development approach that replaces traditional annual reviews, providing real-time feedback, aligning goals, increasing engagement, improving performance, and how it aids in talent retention in the workplace.
(CPM) encompasses a regular feedback system aimed at providing employees with consistent performance evaluations. It acknowledges the employee's need for frequent communication with their managers to receive feedback on their defined goals and objectives. Simultaneously, managers recognize the importance of an agile appraisal process that allows for the calibration of goals and objectives in response to changing business needs. (Traynor et al, 2021).
Furthermore, Organizational climate (OC) and its effect on continuous performance management will be discussed and how a positive climate influences employee satisfaction, motivation, engagement .and more. Organisational climate is defined by the distinct blend of individual, organizational, and environmental factors that distinguish one organization from others. It is shaped by people's perceptions and has a significant impact on their behaviours within the organization. (Kaseem et al, 2022).
In the subsequent section of this study, I will examine theories that shed light on the importance and improvement of continuous performance management, namely the Expectancy-Valence Theory and the Resource-Based View Theory (RBV). I will explore how these theories contribute to improving strategic management practices and overall organizational performance through research and examples of organisations.
Furthermore, I will address and reflect on the knowledge I gained in class from this module to understand how I can enhance my practice on Managing performance, through the Gibbs reflective cycle, a structured framework which will guide me to engage in my reflective practice and critically analyse my experiences.
The Gibbs Reflective Cycle emphasizes learning and personal development a valuable tool for individuals to gain insights from their experiences. Its cyclic nature makes it particularly suitable for recurring situations, allowing individuals to extract lessons from both successful and challenging experiences through the reflective cycle consisting of six stages (Doolen 2017).
The final ending of the assignment will evaluate a summary of my conclusion and recommendations on how organizations can improve their managerial strategies for continuous performance management by Leaders, managers, and HR departments all of whom need to play a significant role in creating and maintaining a positive organizational climate and responsible for designing and implementing policies, programs, and practices that promote employee well-being, engagement, and a healthy work environment.  thereby achieving success in high-level of employee performance, engagement, job satisfaction and organizational goals.
A natural management process can be defined as performance management which aids in in efficiently managing people and teams to gain the highest level of performance and shared knowledge of what needs to be accomplished through a leadership and development strategy that will ensure this is done (Armstrong & Baron, 2005). 



2:0 The significance of continuous performance management
According to Pagdonsolan et al, (2020) a huge transformation of business performance management is taking place through continuous performance management (CPM). People’s attention all around the world has set its focus on a brand-new human resource management paradigm. Evolving performance management and its transactional process has laid extra focus and importance on being employee centred. while giving full attention and the support needed for professional success and growth. Managers who continuously assess direct reports with continuous meetings on how teams should accomplish company goals, progression of targeted tasks, and feedback on individual's progress is known as continuous performance management (Deloitte Development LLC., 2017). Furthermore (CPM) has many more continuous factors such as managers having meetings and talks on the overall performance, direct reports and development and feedback received from employees have proven to be an effective tool to improve worker's overall well-being through studies generated by Singh (2018). Therefore, continuous performance feedback is especially important as workers view it as an act of being equal and fair. A further study analysed and given importance by Cohen, Willem, and Neerincx (2016) stating that improvement in performance management can only be attained through swift input given to employees. Performance management appraisal systems main approach and objective is improvement in staff growth (Rajib, Lalatendu, & Subhas, 2018). 
Evaluations done annually is not a comforting ritual according to workers, if opportunity were given workers would prefer to disregard this ritual. Workers are provided with opportunities to expand their growth through performance management techniques but are not happy or appreciative of these offers. But CPM understand the issues and importance and is working on stopping this through the performance of its features, they gain to create a positive place that influences an open-minded dialogue and continuous development enabling and encouraging employees that they can be masters of their own performance and learning. Employee engagement in real-time, continuous performance management would be able to help this as employees would be looking for more ways to improve to stay competent at work (Pagdonsolan et al, 2020).
2:1 Performance management cycle
(Dewal, 2007) The strategic performance management development cycle consists of five stages. In the planning stage, performance expectations and goals are established, aligned with organizational objectives. Monitoring involves ongoing measurement and feedback to track progress and address issues. The development stage focuses on enhancing skills and capabilities through training and assignments. Rating assesses performance against set criteria and may include 360-degree feedback. Finally, the rewarding stage recognizes and incentivizes employees for their contributions to the organization's mission. 
It is important that Managers, supervisors, and HR professionals play their role in overseeing the performance management process and ensuring that it is followed consistently throughout the organization ensuring alignment, continuous feedback, development, evaluation, and recognition furthermore creating a performance-driven organization where everyone strives for optimal performance will fosters continuous improvement and accountability for success.
According to Hewko & Cummings (2016), The current individual-level performance management and evaluation systems within healthcare organizations lack the capacity to encourage innovative practices or promote a collaborative environment where managers, supervisors, and staff share decision-making power. As the healthcare system faces mounting challenges to deliver top-notch, cost-effective services, it becomes crucial for healthcare managers to grant employees the autonomy to devise novel approaches to their work. This should encompass exploring alternative methods of assessing and enhancing performance within the organization.
An image Performance management cycle can be found under appendices as Fig:1
2:2 Covid-19 pandemic challenges and stress level indicators amongst front line medical health care professionals in Brazil 
For example, during the COVID-19 pandemic breakout worldwide, challenged medical and healthcare professions putting them under tremendous stress. Medical and healthcare personnel faced the worst of occupational challenges involving frontline and non-frontline activities, appraisal, and job satisfaction. To be able to maintain continuous performance management during COVID-19, leadership was critical, vital, and extremely important. People had to adjust to frequent and quick changes in the way they operate because of COVID-19. Companies have had to make a swift transfer from their old, outdated ways of performance management. The COVID-19 pandemic highlighted the significance of behavioural training and performance management in human services organizations, specifically among care providers. Adapting to the challenges brought about by the pandemic necessitated swift action and flexibility. Different training and performance models were utilized to address these challenges and facilitate effective adjustment to the new circumstances. practices that relied on annual and bi-annual assessments to a more advanced innovative process that gives more continuous help, development, and motivation (Rana et al, 2022). 
To address health and safety concerns and ensure the integrity of interventions, management implemented targeted measures at a residential school catering to children with neurodevelopmental and intellectual disabilities. These measures were based on applied behaviour analysis (ABA) principles and the organizational behaviour management (OBM) framework. Updated plans were put into action, incorporating essential COVID-19 protocols, behaviour-specific implementation guidelines, and a combination of remote and in-person training methods. The implementation process involved in-person supervision, knowledge and performance assessments, and regular result evaluations. Notably, a competency evaluation conducted on 25 participant care providers revealed their proficiency in adhering to and maintaining the COVID-19 protocols, with near-perfect scores approaching 100%. (Rana, Mukhtar & Mukhtar, 2022).
According to Pepple and Ambillichu's research in (2023), they discovered a positive correlation between performance appraisal and employee commitment. The study revealed that performance appraisals have a beneficial impact on predicting employee performance, commitment, and job satisfaction. 
Straight after a whole month's post-training, reviews revealed a truly positive outcome with ratings of acceptance from the school provided in acknowledgement to the COVID-19 pandemic. By seeing the trainees in person as they consistently followed the COVID-19 guidelines, superiors carried out post-training performance management. Throughout these inspections, they evaluated and monitored the individuals using the same behaviour checklists. Following the inspection, supervisors provided comments with specific praise for actions that were correctly applied and correction for anyone that was not. Every month, every one of the COVID-19 protocols was assessed by supervisors who were suitably masked and completely separated from the participants. This was done by conducting in-person performance monitoring with the participants 1-2 times each week. Participants were observed with performance feedback in a manner like their first instruction until they received a score of 100 per cent accuracy for each crucial ability (Rana, Mukhtar & Mukhtar, 2022).
The mental strain experienced by healthcare workers fulfilling frontline caregiving roles was examined by evaluating indicators of distress and pleasure. Research data revealed a substantial prevalence of mental stress among these healthcare professionals, with a rate of 61.6%. The findings underscored key factors contributing to this distress, including the profound exhaustion resulting from the heightened work demands during the pandemic, a lack of recognition and autonomy, and a perception of limited social support. Previous studies have consistently highlighted the distress caused by witnessing suffering, pain, and death as a significant factor impacting the well-being of healthcare workers in similar contexts. (Baptista et al, 2022).
The evolution of the pandemic was the main factor causing distress at condemnatory levels in Brazil. This picture points out that the probable reason for resulting in pleasure being of an extremely low outcome and an exceedingly high rate of distress leading to the burnout of the health care workers. A sudden wave of the covid-19 impacted a critical change in the way health care workers exercised their daily operations. Due to change health care workers had to adopt and implement a rapid change which led to an increase in their workload. Healthcare workers feared contamination would be more apparent  due to the lack of not receiving the necessary resources needed to keep safe, and a lack of established protocols only added more mental stress to the front-line professionals of the health care according to  scientific productions who investigated globally, A study comparing psychological symptoms categorized through health workers performed in Brazil revealed extensive volumes of depression, anxiety, stress impacting psychologically in all categories . Over time the effect of adapting to the  changes made everything worse, such as shortages of personal protective essentials and fragility in labour ties, leading too critical situations  of feelings of being scared, thoughts about dying and contamination spreading amongst themselves and family members, the unknown of each day or the following days to come intensified the feelings and  increased anxiety levels of the healthcare workers leaving them under immense pressure.
Therefore, People feel pleasure through work which is an element that strengthens people's health creating an awareness to one's desired emotion of pleasure. Additionally, management in human resources in health should lay important emphasis and value on positive aspects. Health professionals taking care of patients with covid-19 are at elevated risk of contamination due to the complications and demands of fulfilling their duties, due to the impudent need of essentials needed in their daily lives (Baptista et al, 2022)
3:0 Definition of organisational climate
Salman et al (2015), suggests that the definition of climate is a term of awareness that people have of the way their organisations are maintained, efficiently, successfully daily with employees working together as a whole team. The elevation of inspection is based on the team, as a result, values and beliefs define culture. 
The performance of individuals is strongly influenced by the organizational climate, which exerts a considerable impact on their motivation and job satisfaction. (Kassem et al, 2022).
3:1 Organisational climate and its effect on continuous performance management in Cyprus
According to Berberoglu (2018), Research indicates that a positive organizational climate is associated with higher levels of organizational commitment, impacting employee attitudes. Moreover, employee perceptions significantly influence the concept of perceived organizational performance, in a quantitative study conducted in North Cyprus public hospitals, researchers examined how employees' perceptions of the organizational climate impact their commitment and perceived performance. The study involved distributing questionnaires to healthcare workers to collect data. The findings showed a strong connection between a positive organizational climate and higher levels of commitment and perceived performance among employees.
However, the impact of the organizational climate on commitment was moderate, accounting for 20% of the variance, while it had a more significant effect on perceived performance, explaining 45% of the variance. This suggests that when employees view their work environment positively, they tend to perceive the organization's performance as better than others. The study highlights the importance of a positive organizational climate in the healthcare sector, influencing employee commitment, perceived performance, and service quality. It also emphasizes the significance of fair reward practices and the organizational structure in shaping commitment and perceived performance. To promote a positive climate, decision-makers could consider adopting a more flexible and adaptable organizational structure in public hospitals to encourage innovation and creativity among employees. (Berberoglu, 2018). 
4.0 Definition of resource-based theory
Resource based theory (RBT) is a framework that points out and foresees the elemental view of a company's production and competitive gain long term and for the process of evaluating and establishing assets that can determine competitiveness in a company and calibrating them systematically. An approach of RBT is internally driven laying emphasis on an organisation's internal resources, rather than the externally directed perspective on grasping the achievement or downfall of influencing company action (Utami & Alamanos, 2023). The point is to impose on poorly unimpressive organisation sources which could eventually be the start of becoming the origin of sustained competitive advantage (Barney, 1991).
4:1 Limitations of resource-based theory
Resource based theory is criticised for four key points firstly RBT is restricted in clarifying why and how there is success in some organisations attaining competitive advantage in unforeseeable and fast dynamic business surroundings. Secondly, the proposition of value adding, put forward according to this theory concerning valuable assets is tautological and static referring to the theory of being self-verifying and not empirically testable (Barney, 2001). The resource-based view (RBV) theory has faced criticism for being static and insufficient in considering the long-term impact of business activities on resource success. Later theories clarified the connection between valuable-rare-imperfectly imitable (VRI) resources and company procedures for resource utilization. It is worth noting that the original concept proposed by Barney (1991) suggests that rarity may not be a separate requirement, as any resource possessing value, non-substitutability, and inimitability inherently possesses rarity. Additionally, the RBV tends to overlook the potential significance of exogenous resources, focusing primarily on endogenous factors for competitive advantage. However, ongoing adjustments, clarifications, and modifications are being made to enhance the RBV's applicability and broaden its scope, acknowledging the potential advantages offered by exogenous factors (Utami & Alamanos, 2023).
Resource Based View framework can be found in appendices as fig: 2 Model illustrates resource‐based view and key points
4:2 The use of resource‐based view theory implemented in banking in the United States.
According to Donnellan & Rutledge (2019), JPMorgan Chase successfully employed the resource-based theory (RBV) to align its resources and strategies, leading to its recognition as a prominent national commercial bank. The JPMorgan Chase case study demonstrates how organizations assess internal resource gaps and strive to achieve superior returns. By employing a holistic "case study" method, it examines real-life organizational processes, such as the Resource-Based View (RBV) framework (Yin, 2009). By focusing on the internal and external environment, the company implemented new strategic planning approaches to drive changes and leverage its resources and competencies. Through the application of RBV, JPMorgan Chase effectively identified and addressed resource gaps, thereby gaining a competitive advantage in the marketplace. Despite resource challenges, JPMorgan Chase emerged as the top-ranked national commercial bank, generating revenue surpassing $112 billion by 2017 (Federal Reserve Statistical Release, 2017). According to the data presented below in Figure 3, JPMorgan Chase experienced a remarkable 155% growth in revenue from 2004 to October 2017 (Historical Prices, 2017).
Figure: 3 JPMorgan Chase 14‐year revenue trend line
[image: ]
Source: (Historical Prices, 2017)
Morgan employed the RBV model to recognize the fundamental significance of resources in attaining enhanced organizational performance. Within this framework, resources encompass essential inputs such as capital equipment, employee skills, patents, finances, and talented managers, all of which play a critical role in JPMorgan's production process. The firm can categorize its resources into three distinct groups: physical, human, and organizational capital. These resources can manifest in either tangible or intangible forms, contributing to the overall organizational capabilities and success. (Barney, 1991). An image of Resource based view framework is available in the appendices as figure: 2, it illustrates resource‐based view and key points (Hitt et al., 2017). VRIO, value, rareness, imitability, and organization.
Under CEO Dimon's leadership, JPMorgan Chase conducted an internal resource and skills evaluation. The resource inventory initiative (RII) database informed decision-making, and managers utilized the information for project strategies. Gaps in resources and alignment were identified through the Cardiff Collateral Management System (CCMS) project. Training programs were then implemented to enhance employee skills, particularly in technology, product management, commercial banking, and retail banking. The Cardiff Collateral Management System (CCMS) project revealed gaps in resources and alignment at JPMorgan Chase. Targeted training programs and strategic recruitment efforts were implemented to enhance employee skills and fill key positions in technology, product management, commercial banking, and retail banking. JPMorgan Chase expanded its operations to establish a presence on the West Coast, aiming to compete effectively with rivals. These initiatives optimized resources, aligned with objectives, and drove sustained growth and performance. Over a span of approximately two years. JPMorgan Chase successfully onboarded key employees for the CCMS program and identified the need to strengthen its presence on the West Coast to match its rivals' extensive network. 
To expand its West Coast retail banking operations, JPMorgan Chase pursued strategic alliances and acquisitions. The 2004 merger with Bank One increased its Midwest presence, but further expansion was necessary to compete with rivals having over 5,000 locations in California, Oregon, and Washington state. Amid the financial market meltdown in 2007, estimated at a $1 trillion loss (Donnellan & Rutledge (2019). JPMorgan Chase utilized the resource-based view (RBV) framework to address gaps by acquiring external resources. This strategic management approach allowed JPMorgan Chase to achieve its objectives, maintain a competitive advantage, and leverage RBV principles. 
 5.0 Definition of Vrooms Expectancy theory 
Victor Vroom's expectancy theory is well known to be the hypothesis of people and the way they change their actions in their workplace according to the desired satisfaction of valued goals which are put in place by them. To maintain and reach organizational goals people at the workplace adjust their actions accordingly. The belief is that performance is maintained through expectations relevant to upcoming events. (Salman et al, 2005).
The expectancy Theory formed by Victor Vroom indicates that there are three beliefs shown below.
 1. Valence- is the emotional orientation that individuals bear with admiration to see the result of an ending, the final reward. The deepness of ones needs for the desire to want a promotion, money, free time, and benefits known as the extrinsic. or intrinsic [satisfaction] rewards. It is the managers role to find and what it is that employees regard as appreciation. 
2. Expectancy- Employees level of confidence and expectations are varied when it comes to things they can do. It is vital to equip employees with resources, training, or supervision which must be discovered and implemented by management.
 3. Instrumentality. Employee's point of view to whether their desires would be fulfilled even though the promise of management. Promises of rewards made by management must be maintained and employees should be told about this. Suggestion from Vroom implies that workers understanding of Expectancy, Instrumentality, and Valence interact psychologically to perform a force that is motivational, to ensure pleasure is received and pain is avoided through employee actions. (Furlich, 2016).
vrooms expectancy theory model can be found in appendices as figure: 4
5.1 Advantages of expectancy valance theory 
(Furlich, 2016) Victor Vroom, in 1964, proposed a motivation theory known as the Expectancy-Valence theory, which originated from the Yale School of Management. This theory emphasizes the role of motivation in individuals' decision-making processes, highlighting that people make choices based on their desired goals and the drive to achieve them. In the workplace, influential supervisors play a crucial role in fostering grand expectations among employees. The theory considers individuals' expectations and anticipated motivation as factors that shape their behaviour and choices.
One advantage of the expectancy-valence theory is its ability to be employed by a manager with multiple subordinates. By utilizing this theory, managers can consider both the organizational goals and culture, as well as the individual values and preferences of their subordinates, to effectively motivate and engage them. This ensures that the manager's approach is tailored to the specific needs and context of each team member, leading to enhanced performance and satisfaction. (Fulrich,2016).
· Flexibility: The theory's broad applicability extends to various settings, including work, education, sports, and other areas, yielding positive outcomes in each context. It offers a comprehensive understanding of motivation, making it valuable for practitioners and researchers in different fields.
·  Personalization: The theory recognizes that each person has their own beliefs, values, and preferences. This allows for a personalized approach to motivation, considering their individual expectations and how much they value different things. In other words, its tailors' motivation strategies to suit each person's unique needs and desires.
· Clarity: This theory helps managers and leaders recognize and overcome obstacles to motivation, such as the belief that effort does not lead to performance or the absence of rewarding incentives (Fulrich,2016).
· Practicality: The theory suggests effective ways to boost motivation, like setting clear goals, providing feedback, and offering valued rewards.
·  Focuses on individual motivation: The theory highlights the influence of individual beliefs, values, and preferences on motivation, urging managers to address the specific needs of each employee.
5:2 Limitations of Expectancy Theory of Motivation 
The Expectancy Theory of Motivation, like other theories, has certain limitations that should be acknowledged. Some of these limitations include:
· Simplistic view of motivation: The Expectancy Theory of Motivation simplifies the concept by emphasizing the relationship between effort, performance, and rewards. However, it may overlook other influential factors such as personality, emotions, and social context that can also play a role in shaping motivation.
· 
 Assumes rational decision-making: The theory assumes that individuals make rational decisions by weighing the pros and cons of their actions. However, human decision-making is not always entirely rational.
·  Limited scope of rewards: The theory's assumption that rewards are the primary motivator overlooks the influence of factors like job satisfaction, autonomy, and social connections on motivation.
·  Ignores the role of feedback: The theory overlooks the importance of feedback in driving motivation, despite its significant motivational impact.
· Difficult to measure: Practically measuring the Expectancy Theory of Motivation can pose challenges, especially when assessing a person's valence for a specific award. It is also challenging to verify the amount of expectancy and instrumentality a person holds.
·  Ignores the role of emotions: The theory overlooks the effect of emotions on motivation, as it primarily focuses on rewards as the main driving force.
· Individualistic focus: The theory emphasizes individual motivation and may overlook the effects of team dynamics and social factors on stimulation, where social factors can play a more significant role than individual factors alone (Fulrich,2016).
5.3 The COVID-19 pandemic had a significant impact on the motivation of healthcare workers within public hospitals in Malta.
According to Caruana & Vella (2022), Valdes and Nichols (2013) conducted a study on healthcare workers during crises, employing the expectancy theory and the Victor Vroom formula to assess employee motivation. The findings revealed that a considerable number of healthcare workers expressed a preference to remain at home during such challenging times. Motivational tools were deemed necessary to facilitate their continued provision of routine services. The study highlighted that willingness to serve ranged from 72% to 84%, contingent on factors such as vaccine availability and access to personal protective equipment (Caruana & Vella, 2022).
Luomo (2006) highlights the application of the expectancy theory in healthcare, emphasizing the importance of clear job expectations, updated training, and adequate equipment to enhance motivation among healthcare workers. The study highlights the significance of valence, self-efficacy, and expectancy in shaping personnel performance. Valence captures individuals' perception of the value and importance of their work, while self-efficacy reflects their belief in their ability to succeed, which in turn affects their expectancy of receiving recognition. Interestingly, the findings indicate that while motivation is primarily driven by internal factors, it can also be affected by external transformation in the working environment. Among the participants, 46% expressed uncertainty about the impact of changes on their motivation, 39% reported a lower level of motivation, and only 15% noted a higher level in motivation (Luomo, 2006). 
Honarmand et al. (2022) conducted a study on the impact of the COVID-19 pandemic on hospital workers. The findings emphasized the importance of addressing communication, training, and support to better meet the needs of the respondents. Training was identified as a key factor in enhancing motivation, specifically through collaboration and updated protocols that increased autonomy. These measures provided reassurance to allied health professionals (AHPs) regarding their personal safety when dealing with COVID-19-infected patients (Caruana & Vella, 2022). 
Employee commitment is important in how HR functions influence positive job-related attitudes. This has sparked a growing interest in figuring out how to promote employee commitment in both public and private sectors (Pepple & Ambillichu ,2023)
To effectively address the challenges and stress levels faced by frontline medical healthcare professionals in Brazil during the Covid-19 pandemic in discussion 2:1, the application of the expectancy-valence theory is crucial for managers in the healthcare industry, and they should consider the goals and organizational culture, as well as the values of their subordinates. The expectancy-valence theory aims to motivate employees to exhibit behaviours that could benefit the organization. To implement this theory, managers in Brazil's health care should communicate the performance behaviours associated with specific organizational goals, addressing the first step of the expectancy-valence theory. They should also understand the organizational culture and the values of their subordinates, which are essential for addressing the second part of the theory. The third step involves aligning performance efforts that are consistent with the organization's mission and goals with appropriate rewards. By understanding and effectively communicating the mission and goals of the organization, along with comprehending the organizational culture, managers can establish a framework for implementing the expectancy-valence theory with multiple subordinates. (Fulrich, 2016).
6:0 Reflection on this module and how I would improve my practice of the knowledge I gained in class.
Gibbs' Reflective Cycle, created by Graham Gibbs in 1988, offers a structured method for learning from experiences. This framework enables individuals to analyse their experiences, recognize areas for enhancement, and generate fresh insights. By encouraging reflection on both positive and negative aspects of a situation, the cycle promotes learning and personal development. With its cyclic nature, the reflective cycle is particularly effective for repeated experiences, enabling individuals to derive lessons from both successful and challenging situations. It comprises six stages (Doolen, 2017).
I selected Gibbs' reflective cycle for my module reflection because it provided a relevant framework for my learning process. The six stages of the cycle guided me to ask critical questions, engage in systematic thinking, evaluate my experiences, and explore my learning journey in this module and understand how to make necessary adjustments to my actions and behaviours accordingly and is stated below. A framework of Gibbs reflective cycle can be found in appendices in Fig: 5 Gibbs reflective cycle
Description: For my individual assignment, I was tasked with studying and analysing the importance of continuous performance management in the workplace. The primary goal was to investigate how organizational climate impacts different organizations and to explore theories like the expectancy valance theory and resource-based theory as frameworks for enhancing performance, gaining a competitive advantage, achieving organizational goals, and increasing revenue.
Feelings: When I first started the assignment, I was overwhelmed with all the information and research required to complete the assignment on the required deadline. I had little knowledge of the module and thought it was just managers managing people's performance to gain organisation goals and better performance. But over time I learned that Managing performance involves optimizing productivity and results through effective oversight. It is important for aligning goals, improving motivation, enhancing efficiency, and contributing to organizational success. Also due to family member's illnesses, I lost time, an unavoidable circumstance that was not in my control. I experienced a sense of frustration and guilt as I struggled to balance my responsibilities toward my family and the assignment. My daughter was diagnosed with retinitis pigmentosa last year my son-in-law was diagnosed with cancer and my husband had a heart attack recently in June. This situation affected my ability to devote sufficient time to the assignment.
Evaluation: Losing time due to family members' illnesses was an unavoidable circumstance, and it negatively impacted my progress. This evaluation helped me identify any areas where adjustments could be made in future assignments to enhance my learning experience. I realized that it is essential to have a contingency plan in place to manage unexpected personal situations that may arise during assignments. 
Analysis: Through my analysis, I have gained skills in goal setting, evaluation, communication, data analysis, problem-solving, and motivation. The knowledge I gained from this module is that Continuous performance management is crucial for real-time feedback, development, alignment, agility, and engagement. Implementing theories provides a framework, evidence-based practice, strategy development, and customization, enhancing performance management understanding.

Conclusion: In general, I have a strong belief that the knowledge and insights obtained from this module on managing performance and continuous performance management will benefit my future venture. Based on my final report, it is evident that the acquired skills and understanding will contribute to my success in potential organizational roles, allowing me to fulfil any responsibilities and exercise future managerial rights effectively.
Action plan: I developed an action plan based on my reflections. I identified specific steps and strategies to improve my performance and approach in future assignments. This included setting goals, seeking additional support or resources, refining my learning strategies, and managing time, and most importantly talking to my lecturers about personal situations beyond my control that were affecting me in completing my assignment. This evaluation helped me identify any areas where adjustments could be made in future assignments to enhance my learning experience.
7.0 Conclusion
             The objective of this study was to understand the relationship and impact of continuous performance management and climate affecting in organizations. Furthermore, theories such as Resource based view and expectancy valance theory were discussed in different organisations globally and during the Covid-19 pandemic to identify the gaps that needed addressing and improvements made in strategic management and how these theories contributed to improving strategic management practices and overall organizational performance .The research found in the study of Singh, (2018) continuous performance management had proved to have a strong positive effect on the motivation of employees as well as organizational climate and engagement. If employees have a good positive climate surrounding, then employee's motivation, commitment, and satisfaction increases, enhancing productivity and accomplishing company goals. In conclusion, continuous performance management (CPM) is gaining significant attention and recognition as a transformative approach in business performance management. It emphasizes being employee-cantered, supporting professional growth and success, and facilitating open-minded dialogue and continuous development. CPM, with its focus on real-time feedback and continuous improvement, is more effective than traditional annual evaluations, especially during challenging times such as the COVID-19 pandemic. Leadership and adaptability are critical in maintaining CPM during crises, as highlighted by the experiences of healthcare professionals during the pandemic. The study of organizational climate and its impact on continuous performance management further reinforces the importance of creating a positive and supportive climate that fosters commitment, perceived performance, and service quality. Factors such as fairness in reward distribution and organizational structure also contribute significantly to the organizational climate and employee satisfaction. Overall, continuous performance management and a positive organizational climate are vital for employee engagement, growth, and organizational success. Since 1994, there has been a consistent emergence of added resources and information related to strategic performance management. It is estimated that one new source on this topic has been created every five hours during working days. As a result, there is now a substantial number of over 12 million websites dedicated to this subject. (Marr & Schiuma, 2002). Research has shown that regular use of a performance management system (PMS) leads to improved results (Hoque & James, 2000)
8:0 Recommendations
According to Donnellan and Rutledge (2019), the Resource-Based View (RBV) is considered a crucial theory in strategic management and can be integrated with other theories. Therefore, my recommendation would suggest that organisations implementing the Resource-based view framework should in future research and focus on utilizing case studies and questionnaires to collect data on RBV utilization in research and practice, strengthening the credibility and validity of findings. However, limitations exist, and there is no definitive answer regarding the superiority of internal versus external factors in strategic management. To enhance continuous performance management and create a positive organizational climate, recommendations include prioritizing employee-cantered approaches, emphasizing strong leadership and adaptability, investing in behavioural training and performance management models, addressing health and safety concerns, fostering fairness and open dialogue, evaluating, and improving organizational structure, and monitoring employee well-being. Implementing these recommendations will optimize continuous performance management, cultivate a positive work environment, and support employee success and satisfaction. Implementing the Resource-Based Theory (RBV) and Expectancy-Valence Theory in organizations enhances strategic management practices and overall performance. RBV helps identify and leverage internal resources for competitive advantage, while the Expectancy-Valence Theory focuses on motivating employees through aligning expectations, providing training, and designing meaningful rewards and it is important that managers make employees feel part of the organisation only then will they feel obliged to commit to something.
(Pepple & Ambillichu 2023) refer to commitment as an employee's emotional attachment to their organization, such that they readily offer their talent towards the organization's interests. By applying these theories, organizations can effectively manage resources, motivate employees, and achieve success and attain company goals.
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10:0 Appendices
Fig: 1 Performance management cycle
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Source: OPM: US Office of personal management
Figure: 2 Model illustrates resource‐based view and key points

[image: ]
Source: (Hitt et al., 2017)

Figure: 4 Vrooms expectancy valance theory
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Source: Expectancy theory (Reilly, 2021)








Figure: 5 Gibbs reflective cycle
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Source: (Husebo et al, 2015)
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