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  Specific graduate job role- Counselor. 
	Objectives
What do I want to be able to do
Or do better?
	Success criteria
How will I recognize success?
How will I review and measure my improvement?
	Actions
What methods will I use to achieve my learning objectives?

	Implementation
How will I practice and apply what I learn?

	Completion of Bachelor of Arts in International Relations




	Successful completion of all the units. After completion of each assignment in every Unit, the lecturer provides feedback. The feedback is used to measure improvement (Haas and Hird, 2012). 
	Carry out extensive research, involvement, and participation within classes and lectures. Taking all the assignments and tasks for class and outside the class. 
Development of good communication skills.
Learn to Network effectively.

	Carry out the practical application of the theories and models linked to each section to the community around (Rokitansky-Tilscher, 2020). 
Seek guidance and assistance from prospective counselors on how to be an effective and successful counselor.
 

	
Completion of Bachelor of Arts in Political Science








	Successful completion of all the units.
After completion of each assignment in every unit, the lecturer provides feedback (Eckstein, 2016). The feedback is used to measure improvement.
	Carry out extensive research, involvement, and participation within classes and lectures. Taking all the assignments and tasks for class and outside the class.
· Development of social astuteness skills (Almond, 2016). 
· Development of Interpersonal influence.

	Conduct practical learning theories, concepts, and models related to each section of the community. 
Join the political leaders in political rallies to understand learned concepts and theories learned in class (Patterson and Monroe, 2018).
Apply learned concepts in class to influence people.


	


Organizational and time management skills development




	Able to organize teams and groups effectively with minimal challenge.  Feedback and response from module lecturers and placement and internship supervisor.
Manage tasks and assignments effectively and meet the deadline on time.

	Conduct extensive research on effective management skills and organization skills (Peeters and Rutte, 2015).
Train on how to manage and organize team effectively.
Knowledge of the local area.
Develop skills and knowledge to effectively engage with the locals Mangan et al., 2016).
Development of communication and influencing skills.
	Carry out practical relating on how to effectively organize and manage time effectively (Wilkerson and Bellini, 2016).
Join the political leader in political rallies to understand learned concepts and theories learned in class concerning organization and time management.


	
Team working 




	Capable of completing assigned tasks as a part of a team successively. Feedback and response from module lecturers and placement and internship supervisor (Team, 2021).
	Conduct extensive research on the development of effective and successful team working.
Training on how to effectively solve conflict within a team.
Attending lectures with consistency (Lowndes and Stoker, 2019).

	Carry out practical concerning how to effectively work as a team.
Join established teams around and apply team working skills from the class. 
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Performance Management System
	Organizations globally often have a management system that plays its roles in planning, organizing, controlling, directing, and staffing—activities by the management geared towards analyzing the performance of the organization. The procedure is referred to as performance management. More often than not, it is a regulatory measure by an organization to keep track of change implementation, new procedures, and shifts. During one board meeting of an African company, there was an inquiry on how the staff was handling their new jobs following a recent shuffle in the organization. Most of the staff found it difficult to carry out their activities since some of them did not have the skills to carry out their new duties. This report explains performance management using a borrowed quote that states, 'Number does not necessarily guarantee performance for I have seen a team of 8 outperform a team of 80'. What does a team of 8 have that the team of 80 cannot surpass?
	Performance management refers to constant communication between management and employees that yields feedback meant to help in the achievement of the objective. In some ways, it is seen as a traditional approach towards problem-solving, decision making, and planning mechanisms. It can also be defined as a systematic process involving the improvement of teams in an organization and individuals by developing frameworks that include standards, requirements, and goals. Armstrong defined performance management as an integrated and strategic method of delivering organizational success by improving employee performance and coming up with ways in which their present capabilities can be enhanced (Michael 2021, p. 2). Its definition became easier after the discussion on concepts involved in performance management. For instance, the issue that was first addressed was the meaning of performance and the values to be considered. Also, the connection between expectations and present employee and manager behavior was explored, therefore the conclusion was that indeed performance management is a systematic procedure that considers the relations within a working environment that forms a system. 
	Scientifically, there are theories, i.e., big bang theory, that is adamant in explaining the origin of human beings, the beginning of the earth, and the emergence of the solar system. There are also theories explaining performance management, and they include social cognitive, goal setting, and control theory. The main theory that is used in performance management is goal setting by Latham and Locke, 2002. The theory majorly exercised the motivational part of the employees, encouraging them to 'aim for the skies.' However, this theory concluded that the setting of hard- to- achieve goals increased the performance of the organization while control by Scheier and Craver 1981, 88 opposed that the behavior of the employees determined the performance and the level of achievement of the goals in the organization (Theory and Ugaddan, 2021). Bandura, 1986 came up with the social cognitive that mined the motivation components that include the work environment, the employees, and the job done by them. Latham and Locke further argued that employee participation increased the chances of goal achievement. In control theory, it was believed that employees gained their feedback and made necessary adjustments to align with the goals of the organization.
	Most organizations are looking to set performance management systems with the aim of improving their performance, correcting their areas of poor performance, and maintaining good performance. As earlier stated, the management system addresses the issues as to why it is needed and the procedure to be followed in attaining the desired level of performance. These objectives are only possible when proper communication and feedback channels are set and enable the organization to document as they learn and find ways to the adaptation to their work environment. In correcting the areas of weakness, the performance is assessed, and strategic plans are laid for the organization. The set standards of the organization, guide the procedure to be followed in setting an effective performance management system (Otley 1999, p. 366). The stakeholders play a major role in coming up with the solutions to the issues raised on the management control system.  In more ways than one, it is decided that the solution is a human resource management function, including the methods of improving both the performance of the organization and individuals. Benchmarking practices are found to be effective in the process.
	Performance management is a process that involves four steps; establishing the role of the organization with using a detailed job description and objectives. After which, a strategic plan is developed and realizes the individual goals with its development plans. This prompts the delivery and monitoring of the performance, after which it is assessed, and appropriate rewards are given to the employees. The cycle is summarized as plan, act, monitor, and review and details the sequence associated with performance management (Aguinis 2019, p. 23). The first procedure in the cycle is role definition which requires those performance standards to be set outlining the requirements needed for each position. One must both set individual and organizational goals, which create a channel for development agreement and plan. The requirements are included in the job description to document evidence of competence (Levy 2019). The job description gives the management an easy time while monitoring the progress of employees and also designing the action plans that aid in improving performance. Once the standards are set, the management develops performance measuring techniques. When expectations are exceeded, a formal review is conducted and rated, which allows for rewards to be issued to employees. 
	Employee engagement is holding the mantle in performance management (Gruman 2011, p. 125). It carries the most weight in the exercise. The process, when incorporated into the company, introduces a culture that is in alignment with both individual and corporate goals. The top management supervises and actively participates in the decision-making and teamwork. The goals set by the management follow certain principles that shape the culture and pace for their accomplishment. They should have the ability to develop the capabilities of teams and employees in an organization and gear towards strengthening the bond between the management and the staff. They should aim for empowerment and maintenance of an organization’s core values. The setting of objectives prompts the participation from top management and middle-level managers. The top management makes it possible to establish commitment by the thorough discussion on why performance assessment is needed. Middle managers play a huge role in ensuring that there is no hindrance during implementation.
	Gaining commitment and engagement is always a difficult step to pass. When the stage is completed, the management is advised to set a principle that will be a guide on how the management will work. It gives a smooth transition towards keeping track of the process. The principles state that the standards of performance should be clearly stated, and development needs to be realized. The most guiding principle states that lack of commitment from top management and middle line managers is a stumbling block, and the process is to be stopped immediately. It is further advised that daily management techniques be incorporated into the management plan. The next stage allows for the documentation of the process, including rating scales that make it easier for the management to measure their performance and get honest feedback. In the documentation of the performance management plan, the guidelines to be followed make it easy to understand. 
	The management plan is to be tested in more than one department since it helps in the early detection of problems and solutions drawn before it is late (Ahmad 2018, p 46). The test covers all aspects of performance management in a proposed duration of 12 months. The procedure should take time to be established to ensure all details are captured, and the desired outcome is realized. Communication, being the backbone for a smooth procedure, is mandatory and clear steps to be explained to team leaders, managers, and every participant in the procedure. Communication can be carried through the issue of documents, the internet, and holding briefings. It is effective in ensuring that the managers and team leaders become aware of the roles they are to play in the procedure and cultivates full team engagement and management commitment (Angela and Valentina 2018, p 345). Once communication is done, training services are offered to the staff and management to equip them with the necessary skills to effortlessly go through the cycle. After which, an implementation program is launched that will prompt evaluation of the whole procedure. 
	When the performance management plan is implemented properly, both the individual and the organization are set to reap its benefits. For instance, the cycle results in high work performance. The procedure utilizes the capabilities of the individual and team abilities of the system and continually improves them through training and motivational activities (Carballo 2020, p 23). The improvement of the work generates genuine feedback and helps in the continuous setting of objectives and alignment with the expectations of the employee and managers goals. The performance is also improved by constant supervision by team managers and identifying problems early enough, allowing them to come up with solutions. The plan identifies the areas of improvement and analyses the causes, after which they are considered to be of high priority during internalization. High performance is also a result of the realization of the potential of the staff and good leadership. A leader who possesses qualities like charisma, good decision-making, and a sound mind is at a higher chance of succeeding in ensuring the achievement of the goal of the organization. When most leaders focus on bringing people together, there is less resistance towards change and promotes reengineering one's characteristics to establish commitment. 
	High performance is attributed to each member playing their part. Top managers take the mantle in leading and pointing the direction it is to take. They carry out communication roles while being role models. They also ensure that the expectations of the team are shared with everyone to shape the core values of the organization. They communicate the progress of performance to the staff as it acts as a performance barometer. The middle-level managers are awarded the role of addressing the issues that arise from implementation. They appraise the system and give the link the level of performance and pay. Their work becomes easier when given direction by the top management. They are in charge of reducing the pressure that takes a toll on the teams involved. 
	Performance management provides a platform for learning for top managers, middle-level managers, and individuals. This is happening due to the analysis of individual roles that are summarized in the job description. During the planning process, thorough discussions are held, and every individual involved gets a deeper understanding of the tasks assigned to them. Whenever these discussions are held, brainstorming exercises are held where the individual is capable of generating solutions and ideas that ease their work. The areas of improvement also give them discussion topics where detailed explanations on why there is an urgent need to prioritize the area. Performance management is big on utilizing their strengths as it gives them a competitive advantage. The learning opportunities go as far as the cycle is in motion. Through guidance and motivation, honest feedback on whether they understand their tasks can be received. Also, performance reviews are a learning expedition and can be conducted both informally and formally. During this period, individuals are asked for opinions on what they are interested in learning, and the skills they feel are well compatible with their allocated tasks. 
	Performance reviews lead to the rise of individual development plans that aim to give knowledge and brief on transferrable skills that campaign for career development. The benefits of these personal plans are seen in career growth and are self-assessed. Individuals are encouraged to identify their mentors and find other fields of development (Bayo and Galdon 2020, p. 3). Even with the implementation of the system, the performance needs to be measured. In measurement, there is a concern of whether the expectations are met, or there is a case of underperformance, in which case, solutions are sought to manage the situation. The key aspects in performance measurement are finance, operational, and people performance. Performance indicators in finance are sales, EPS (Earnings per Share), profits, and EVA (Economic Value Added). The indicators of operational performance are seen in customer satisfaction level and stock availability. More often than not, the quality acts as the 'trophy' characteristic of the operation management. On the other hand, the people performance indicators are employee productivity level and satisfaction. 
	All steps can be followed diligently, and sometimes, expectations are not met, and urgent attention is paid to raise the bar. In managing underperformance, the problem is identified but only if the middle managers, top managers, and individuals understood their roles and each of them set standards to aid in performance. A quote used in early centuries that goes, 'prevention is better than cure' is put into use. The analysis is then conducted to determine the reasons for the performance gap. Sometimes, people try to pin the blame on someone's incompetency, forgetting that the situation needs to be controlled by campaigning for proper attitude and awareness on the skills through education enabling one to understand his allocated task. A decision is then made on what action is taken to improve the performance. Action plans put in place for improvement involve coaching, guidance, and training, after which it is closely monitored to determine whether the tasks are executed as originally planned. Coaching has the same duties as supervision, uses delegation to its advantage, and uses the rising situation as an opportunity to guide and educate individuals while encouraging them to step up. 
	In the end, performance management needs to be appraised on whether the system was successful or not. The major reasons for carrying out this activity are listed as a way of handling promotions in an organization where those exhibiting high performances are easily promoted to the proposed positions (Cleveland 1991, p 9). It comes in handy during team building and training with the purpose of development planning. When conducting layoffs, performance appraisal is used in the sense that the highest performing individual is retained, and the others were given a severe reprimand. The methods used are rating scales, MBO (Management by objectives), psychological appraisals, and 360-degree feedback. The MBO method is mostly used in managerial appraisal, while the psychological appraisal is an assessment technique used on employees in predicting their future performance (Gladisa 2018, p 244). The 360-degree feedback is mostly used in the appraisal as it collectively collects data from all teams regardless of the level of performance. It measures customer satisfaction and team building. 
	Performance management proves to be a continuous technique that carries more potential for an organization to achieve its objectives. More ways are being developed to make the exercise easier during implementation. Given the time constraints by the process, the cycle may take an unnecessarily long time to complete. Constant reviews are advised for future performance management with proper alignment with goals. More discussions are recommended to keep top managers, middle managers, and individuals in a constant loop of understanding their tasks. When these are practiced, there are high chances that there will be continuous development with guidance from mentors. In the future, performance management will cease to be a human resource process but a management process involving senior officials. Wouldn't it be a wonderful thing?
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