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[bookmark: _Toc33552768]1.0 Introduction
The project report is a consultancy service tender from for the UK based company Deloitte who is currently suffering from major performance issues and require third-party intervention for redefining their performance management (Glassdoor, 2020). As a project manager of a consultant firm, the researcher will be working closely with the multinational company and work on their agreed organisational consultancy project. In addition to this, the researcher would also propose some major suggestions to address and mitigate the issues and problems faced by the organisation. Deloitte is a UK based multinational professional service network operating worldwide and offering services like audit, tax and financial advisory to clients and customers (Engagedly, 2020). With more than 312,000 employees worldwide, the company is considered one of the Big Four in terms of revenue and number of hired professionals (Deloitte, 2020). However, in recent years, the company has been facing some major performance issues which have reduced the productivity of the employees significantly. In order to offer the research project as a tender to get the approval of Deloitte, an innovative and entrepreneurial stance would be used for mitigating the performance issues of the employees.
[bookmark: _Toc33552769]2.0 Project Justification
[bookmark: _Toc33552770]2.1 Aims and Objectives
The aim of the research project is to identify the performance issues faced by Deloitte and mitigate them using innovative performance management systems.
The SMART objectives of the report are as follows:
· Specific: To identify the performance issues in Deloitte and offer necessary solutions in an innovative manner.
· Measurable: Developing a smartphone application for tracking employee performance and send their grievances directly to the company management.
· Achievable: Hiring a third-party IT firm would help Deloitte develop the application which can then be supplied to the employees.
· Realistic: In a highly digitalised world, using such smartphone application would help reduce the effort of the company management required for monitoring employees.
· Timebound: The entire application development and implementation of the new performance management system can be completed in 2-3 months.
[bookmark: _Toc33552771]2.2 Rationale
One of the major reasons UK SMEs are experiencing productivity gap with other European countries is the inability of the companies to effectively manage the performance of their employees. As a result of this decreased productivity, the economic growth of the UK is also suffering significantly and requires immediate attention (Amble, 2020). Using innovative performance management from third party consultancy services might help resolve the current problem. Due to the integration of digital technology in most business operations in the modern world, introducing an automated smartphone application for improving employee performance can be the unique selling point of this research project. The use of digital technology ensures faster response time for company management to identify and address any performance issue that the company might experience in the future (Ivanov et al. 2019). The rationale for this research project can be justified with the help of a SWOT analysis of UK companies in terms of performance.
	Strengths
	Weaknesses

	· High availability of skilled labour
· Better infrastructure and technology
· Better growth rate of the economy(Amble, 2020)
	· Inadequate link between pay and performance.
· Poor reward system for good performance
· Poor management for underperforming employees

	Opportunities
	Threats

	· The stable economic inflow can be used for hiring consultancy services for better performance management
· Proper utilisation of skilled labour through training increase productivity
	· Higher productivity of other European company employees
· High turnover rate of employees leaving the UK for a better reward system in other European companies


Table 1: SWOT analysis
Source: Created by author
It is quite evident from the SWOT analysis that despite having some of the infrastructural and economic advantages, British companies are lagging behind in productivity due to the performance issues. The research project can be used as a guideline for UK SMEs trying to improve their employee performance.
[bookmark: _Toc33552772]3.0 Business Case and Project Approach
[bookmark: _Toc33552773]3.1 Benefits to the Organisation
There are certain areas that Deloitte can benefit from the performance management solutions offered by the consultancy service. There are three major ways in which the performance of the employees can be addressed in this new performance management system. These are recognising, seeing and fuelling the performance of employees. According to this new system, instead of accounting for the overall productivity, contributions of each individual employee in each team will be recognised and taken into consideration (Shields et al.2015). Next, these individual performances would be judged accurately without any form of bias towards any specific employee. Finally, adequate training would be provided to the employees to further improve their performance potential and increase the overall productivity of the organisation (Brown, Caldwell and White, 2004). In addition to this 3-stage system, good performance should be rewarded in order to bridge the gap between pay and performance. However, employees who are under-performing should not be left out as they might get demotivated to work further. Instead, they should be managed properly through training and career progression techniques to ensure they are engaged in outperforming in order to get rewarded. As part of an innovative approach to deal with employee performance issues, the company can hire a third-party IT firm to develop a smartphone application that would track employee performance. As employees perform their daily activities, updating it on the application would keep track of their performance progress automatically while also sharing the information with the company management. This would ensure proper record of performance of each employee based on which the management can arrange for the appropriate reward. In addition to this automate performance tracking system, the smartphone application would also allow employees to provide their feedback on their respective job roles which can then be directly handled by the company management. Addressing the grievances of the employees with priority would also make them feel important for the organisation and keep them motivated and engaged towards the organisational goals and objectives.
In the modern globalised world, employees are considered as human resources who play an integral role in the overall production of the organisation (Chromjakova, 2018). For this reason, it is in the best interest of Deloitte to treat its employees with importance, listening to their grievances and offering them the necessary motivation. This helps in acquiring more productive output from the employees (Rebull, 2019). Due to such intense competition in the market, organisations that rely on the performance of their employees can turn out to be more productive if they are able to offer the necessary motivation and training facilities (Deery et al. 2019). As a result of this new performance management system, the company would no longer need to monitor the performance and career progress of the employees (Herhausen et al. 2018). Instead, third party consultancy firms would keep track of the employee performance and identify the key areas where they lack expertise and offer training in those areas. If Deloitte is able to utilise all the combined benefits of the new performance management system, it can mitigate its current performance issues and develop a high performing workforce with higher working capabilities.

Figure 1: Conceptual Model of the Smartphone Application for performance management
Source: Created by Author
[bookmark: _Toc33552774]3.2 Background Literature
[bookmark: _GoBack]Past studies and researches on employee productivity revealed that there is a clear connection between the increase in productivity and reward for good performance. This is intrinsic to human psychology to repeat actions when the reward is offered due to those actions. For this reason, as suggested by Ogbechie and Adefisayo (2018) rewarding good performance of employees have helped business organisations keep their employees motivated, committed and engaged in their respective job roles. Moreover, a reward system helps the employee feel cared for by the organisation and hence the company management is able to align the organisational goals and objectives with that of the employees. Organisations that tend to treat employees as assets and human resources have higher levels of productivity due to the dedication and commitment of the employees towards the growth and development of the organisation. According to Singh (2017) when employees feel that they are an integral part of their organisation and their views and ideas are prioritised by the company in the decision-making process, they are much more loyal towards the organisation. This also significantly reduces the employee turnover rate and the organisations are able to retain more employees for a longer period of time. In addition to this, introducing learning styles based on the skills and attributes of the employees helps them to acquire new skill sets faster and cope with their underperformance in the organisation. Every employee in an organisation cannot perform with the same intensity and ends up offering different productivity levels for the organisation. For this reason, as suggested by Yeo (2019), implementing the 4 learning styles of Kolb’s experiential learning might help to offer faster training and improvement opportunities to the employees who are underperforming. Training and development is an integral part of employee performance, organisations must provide innovative training sessions so that employees can practice updated modes of dealing with job tasks and activities. Additionally, training also helps in keeping up with industry trends and practices and allows the employee to improve their performance further.
[bookmark: _Toc33552775]3.3 Potential Risks
Despite the tremendous benefits Deloitte can gain from the new performance management system, there are certain potential risks that might occur due to the implementation of this new system. One of the major risks that might occur due to the performance management system is an excessive investment for the reward system may result in too many expenses that outweigh the profit gained from the increased performance of employees (Froese et al. 2019). Reward systems often include either incentives or additional payment for employees which requires a lot of capital investment from the company. However, due to the increased productivity from employee performance the company is able to compensate it from their profit margin. In the case of extravagant spending on the reward system, the investment might outweigh the profit gained and result in the financial loss of the organisation (Thomas, 2017). Another major potential risk is that when too much focus is given on reward for performance, employees tend to strive for the reward rather than focusing on their performance improvement. Moreover, employees that are underperforming often become envious of the high performers and gets demotivated which results in a high rate of employee turnover. Due to these reasons, Deloitte should try to maintain a balance between performance and reward and encourage employees to focus on their performance instead of the associated rewards.
[bookmark: _Toc33552776]4.0 Research Methodology
[bookmark: _Toc33552777]4.1 Primary Research
The research project should include primary research in order to identify the underlying causes of performance issues in Deloitte. In order to get a perspective of both employees and the company management, survey questionnaires and interviews should be used by the researcher. The survey questionnaire could include 10 close-ended questions asking employees about their motivation for work and reward system offered by the organisation. The research would help in gaining adequate knowledge about the link between pay and performance in the organisation. It would also help in identifying the underperforming employees who are provided adequate training for improvement. Interviewing a few managers of Deloitte should also reveal the grievances of the employees which resulted in their poor performance management.
Ethical Considerations: The employees and managers should be provided with a consent form before participating in the survey and interview to ensure their voluntary participation. The data shared by the participants would only be accessed by the researcher and should not be exposed to maintain the confidentiality of the respondent.
[bookmark: _Toc33552778]4.2 Secondary Research
To further reinforce the assumptions made from the primary research, secondary research should also be conducted for the project (Saunders and Lewis, 2012). Here, the annual reports and documents published by the company should be consulted to check the annual investment on reward systems by Deloitte. Additionally, academic journals and articles are also required to be consulted to provide a theoretical framework for the new performance management system. Information about the reward system implemented by other European companies should also be taken under consideration to assess the pay and performance gap in UK companies. 
[bookmark: _Toc33552779]5.0 Project Plan
The various stages of project activities during the research project were performed with the help of a Gantt chart.
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Gantt Chart
Created by Author
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