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Executive Summary

The aim of this academic report is to consider and analyse the behaviour of employees within the small marketing agency Fam Social. Through said analysis, the performance and human resource management tools at the disposal of the company will be evaluated for their effectiveness in the current stressful climate. Finally, a professional development plan will be provided for the company to apply in future and ensure further success. 
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Introduction
Fam Social is a small marketing agency providing digital services and business appraisals to small or struggling businesses. Although the company has less than ten employees, they are currently serving more than 5 medium-sized businesses struggling financially due to the coronavirus pandemic. While the upkeeping of the businesses has been successful in the past year, the employees, albeit not many, have been neglected and left without pay due to the customers paying their fees later than agreed on with the company. Armstrong (2014) mentions that human resource management is a field concerned with all aspects of how people are employed and managed within organisations. Furthermore, human resource management covers activities including human capital management, resourcing, learning and development, organisational development, and many more. In other words, human resource management is required within all businesses in order to monitor and ensure employees are not only productive but also satisfied within the workplace. 
For the purpose of this report, several developmental mechanisms will be considered, for the development of a detailed plan for the meeting of employee’s expectations within Fam.Social. Said mechanisms include, but are not limited to performance management, human capital management, rewards management, and employee appraisals. To understand the effectiveness of said developmental vehicles, their benefits and drawbacks for the specific case will be commented upon, and analytic evaluations will be provided based on results. Finally, this report will provide a professional development plan for the company, to ensure the employee satisfaction and performance does not falter, but instead – improves. As said by Brumbach (1988) performance can mean both individual behaviours, as well as results. Moreover, he says behaviours are not simply instruments that lead to results but are also outcomes in their own right – or the product of mental and physical efforts. Therefore, behaviours can be judged apart from results, and simply as a factor towards the result of a situation, project, or an individual. 

Performance Appraisal Tools and Techniques
This report aims to understand and evaluate the performance behaviours of individuals within Fam Social and represent a professional development plan for employees and their future progress and performance. For such development to be made possible, the company and all its employees need to have a certain organisational structure, culture, and strategy, which is shared and provides clear goals and objectives to be followed. In the words of Williams (2006) management involves a social process that entails responsibility for the effective and economic planning, as well as regulation of organisational operations considering to the given tasks and purposes. In many cases, as well as in the case of Fam Social, this means that without appropriate management practices within the organisation, beneficial and productive performance can rarely be expected. Therefore, in this section of the academic report, the performance management and development practices within Fam Social will be analysed and evaluated. According to Armstrong (2009), what a business enterprise needs is a principle of management that provides a full scope of individual strength and responsibility, while at the same time giving common direction of effort and vision. Moreover, certain principles of performance management are required to establish teamwork and create a harmony of goals for individual and group welfare in the organisation. For this to be achieved within Fam Social on a continuous basis and create a sustainable environment, the company requires objectives, self-control, and discipline. This is also regarded as management of objectives which can be seen below on Figure One and is defined as a continuous cycle of planning and reviewing. 
[image: ]Figure One (Armstrong, 2009)
Management by Objectives
Management by objectives, as mentioned earlier, is a continuous process which involves several types of actions as defined below:
· The critical reviewing and reinstating of strategic and tactical plans of Fam Social.
· Clarifying the results and expected performance standards to managers and employees.
· Continuous contribution and commitment of employees and management, individually and as a team.
· Creating a job improvement plan which can be measured and provide organisational plans for better performance.
· Using a systematic performance review which provides space for measurement and discussion of progress with individuals and teams.
· Development of management training plans for improvement of strengths, and the assistance of managers to overcome personal and team weaknesses.
· Strengthening the motivation of managers and employees by effective selection, salary, and succession plans. (Armstrong, 2009)
The above mentioned processes and actions which are required for a management by objectives practice all have one common trait – they have a shared vision and combine the efforts of managers towards this common goal. In this way, Fam Social presents its employees with individual and business objectives which can ensure self-drive, as well as self-motivation. Moreover, through this practice, managers have the ability of managing their own performance and ensuring their strengths and weaknesses are regularly evaluated and actions are taken towards improvement. After all, the shared performance of the teams within the company is heavily reliant upon the performance and behaviour of managers in the company. As said by Armstrong (2005), self control is dependent on personal motivation and the opposite, which is applicable on the performance of both managers and employees. It entails improved performance and higher organisational goals, which can therefore lead to organisational expansion in the future and consumer satisfaction. 
However, management by objectives has its drawback and disadvantages for the company and its employees. Such negative traits include the evaluation that all companies are social systems and they involve a vast network of interpersonal relationships in the workplace. This can lead to competitiveness in an environment where everyone’s performance is equally measured and monitored, instead of relying on personal performance measurement tools. Moreover, the focus upon measurement tools which management by objectives implies, does not take into consideration the personal needs and objectives, but rather focuses on the organisational needs and performance. Overall, this performance management tool is not the most effective practice for Fam Social as the company is more focused on personal development alongside the growth of the company, rather than focusing upon one or the other. 
360-Degree Feedback 
360-Degree feedback which can also be found as multi-source feedback, has been defined by Ward (1997) as the systematic collection and feedback of performance data upon an individual or a group within a company. This process involves the performance of individuals and feedback is given to them by people such as the manager, the colleagues, the customers, and in some cases – the subordinates. Furthermore, these assessments are formed as a series of ratings according to numerous performance variables. In the case of Fam Social, this type of performance management would be useful for the management team of the company, as it is usually used for upward assessment. This entails the analysis of feelings, emotions, and behaviours of subordinates in relation to their relationships with management. This approach would be useful, as there is a noticeable missing link in the relationship between employees and management, due to the lack of communication and lack of sustainable relationships being created across the company. Surely, such feedback is not necessarily given to management layers, however in cases such as the one being evaluated in this report, the effectiveness of such an approach would be visible. 
According to Armstrong (2009), the main rationale for the 360-degree feedback is the basis for appraisal, self-development, as well as coaching. Furthermore, this type of feedback is based upon the awareness of employees of themselves, as well as their awareness of how their co-workers or managers see them in their work environment. Furthermore, in the 360-feedback cycle, self-awareness is seen as key to best performance in leadership, therefore it becomes a foundation for measurement amongst management, and it is key for the development of employees. Through such essential feedback, Fam Social employees receive quality information about their personal strengths and weaknesses, and how they are affecting the performance of the company, which can be incredibly useful for personal and professional development planning. Moreover, such type of feedback can be valuable as it provides multiple points of view, due to the various perspectives being provided about the performance of a single employee. This can be seen as untraditional, from some points of view as usually such feedback is provided from superiors such as supervisors and management only, as in this case such feedback is expected from all level employees. (Armstrong, 2009)
The 360-feedback is not necessarily always advantageous, as some drawbacks can be found in such an approach. Such disadvantages can include some individuals within the company receiving a wider perspective of how they are received by their peers than others. Furthermore, this approach is giving people a view which can be seen as ‘more rounded’ due to the feedback being received. Moreover, in some cases there can be increased awareness alongside relevance of competencies, while in others such awareness is dismissed due to the lack of attention by managers and employees alike. Overall, the 360-degree performance cycle feedback can be incredibly beneficial for Fam Social, however it should be done in an equal and promising matter for all employees, and there should be no favouring despite of the skills and levels of team members, when compared to others. 
Coaching
As mentioned by Lee (2005), the coaching model of performance management is something which redefines the relationship between a supervisor and a subordinate within a company. In the case of Fam Social, such an approach to performance management can be seen as extremely beneficial, due to the reason that coaching usually relies on a type of equality between higher and lower levels of employees. This entails, that the subordinates tend to look up to their management, as they are individuals who have gained their trust as teachers, and as individuals who wish to provide positive and beneficial learning and growth. This is different, due to the focus of various performance management tools upon performance in regards to sales, instead of focusing on performance in regards to employee satisfaction and productivity. In the words of Lee (2005) coaching involves short-term interventions, which are designed to fix existing problems which interfere with the performance of employees. However, it can also be concerned with development in the longer-term and the continuous learning of staff and management within Fam Social. 
It is vital to understand that coaching is incredibly different from the psychological points of view such as counselling or mentoring. This is because mentoring identifies a relationship where individuals who are more experienced in the company and have wider knowledge of the workplace, support the growth and development of younger or more inexperienced workers in the company. Similarly, the idea of counselling considers the emotional states of employees, alongside their personal problems and crisis alongside their cause. This is generally done by trained psychologists and counsellors, while coaching is seen to be a friendlier process which regards the responsibilities as fun and light-hearted, instead of defining them as urgent and necessary for further growth. In general, coaching has been an incredibly beneficial tool and can continue to be equally as beneficial for Fam Social. This is because employees have regarded coaching as an easy-going type of training, where they can take their time and space in the learning processes, whilst not feeling judged about things they may not understand in the current time. 
Professional Development Plan
The professional development plan within this section of the report can be considered as an individual as well as a group plan within the Fam Social organisational practices.  
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	To create better team work within the departments 
	High priority
	Daily team gatherings to be made, as well as continuous team projects to be created. 
	Communicational and Team Development Classes and Lectures
	February 2022
	December 2022
	The improvement of inner-collegiate communications within Fam Social. 

	The proper planning and timely execution of ideas
	Medium to high priority
	The provision of brainstorming times for all employees without set limits of imagination and innovation.
	All available company resources including books, technology, people, and more. 
	January 2022
	January 2023
	The continuous provision of ideas from all levels of employment within the company. 

	Quick and decisive making of decisions
	High priority
	All management figures will be provided with the accurate training for fearless and strategic decision making
	Provision of considerable training and the hire of appropriate trainers in the area of management and leadership.
	January 2022
	June 2022
	The increased confidence in decision making across management layer of the company. 

	Gaining of understanding of external impact upon the company internal and external relationships 
	High priority
	Management and ownership layers of the company. 
	Induction and execution of continuous analysis of external states and their internal impacts of the company. 
	January 2022
	January 2023
	An in-depth understanding of the impact of external threats and opportunities upon the Fam Social Company. 







Conclusion




The continuous appraisal and analysis of employee performance is key and necessary for the improvement and success of practices for a small company such as Fam Social. Moreover, such a business requires constant evaluation of practices, in order to ensure its successful and sustainable growth both on a local scale and abroad. Therefore, the analysed tools for performance management measurement are incredibly important for the company to use and apply in future, in order to ensure the success of its current organisational objectives. Furthermore, the creation and following of a professional development plan for each employee of Fam Social is required for the in-depth understanding of company management upon what is required for the productivity and motivation of employees both today, and in future. Overall, this report considers a variety of performance management techniques and how they would be advantageous or disadvantageous in the case of the small marketing agency – Fam Social. 
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Figure 1.1 The management by objectives cycle




