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Definition of Performance Management. 
Performance Management as a Definition isn’t a straight forward task, it covers a range of different Areas, Action and Activities, every organisation is different and use different methods to encourage the performance of employees. When managed to a sufficient standard it creates an effective process of people Management. The sector, culture, and strategy plans all play key roles in the Effectiveness of Performance Management. According to ‘Linda Ashdown HR for CIPD’ one of the most used definitions of Performance Management is that of Armstrong (2009) Quoted, ‘Performance Management is a Systemic Approach for Improving Organisational Success by Developing Individual and Team Performance.’ (Ashdown, 2018) 
“Your performance depends on your people. Select the best, train them and back them. When errors occur, give sharper guidance. If errors persist or if the fit feels wrong, help them move on. The country cannot afford amateur hour in the workplace’ – Donald Rumsfeld.
Why is Performance Management important? 
The performance management process is done via communication between managers and employees working together to create a plan to monitor and review and employees contribution to organisational success, below is a performance management model which shows the stages. 
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There is much more to performance management than the annual reviews, it is a continuous process of planning, monitoring and coaching, the planning phase consists of both manager and employee communicating the employees job description and aligning it with individual and organisational goals, do their values align, are they working toward a common goal or it the process pointless. Developing a workplan is key, tasks should be outlined so the employee knows what is expected of him, and what measure’s will be used to monitor performance. Identifying what training is needed that will help develop the employees skills and knowledge, and identify personal goals that can be part of long term career building. Writing S.M.A.R.T Goals is an effective way to achieve all of the above. (2017)
As described by CIPD The objective of Performance Management is critical for the achievement and success of any organisation, Employees must be able to understand what is expected of them, in order for individuals to achieve these goals the Company must Manage, Motivate, Train, and Monitor, all this is done through Performance Management. This in turn will create a high performing workforce. 
Jonny Gifford CIPD’S Senior advisor explains, The Fundamentals of Performance Management may be comparable within different company’s but there’s not a particular best avenue. Each Organisation should establish and progress formalities and policies that are applicable to their sector. Performance is a continuous cycle not a confined activity. P.M intricates diversified HR enterprise, planning and framework is vital. Planning consists of strategic goals set in each department, followed by compliance on individual achievement/performance and administrators. Management can then create plans and monitor performance. Continuous feedback and audits should to be done often, along with training, and supported by an end of year appraisal. (Gifford, 2021)
According to ‘Armstrong’ (Armstrong, 2008) the sole aim of Performance Management is to create high performance culture, where employees take responsibility of the continued success and improvement of their skills and knowledge, a framework is used ( AMO Model) and its aim is to provide individuals with effective leadership, this encourages individuals to work toward common goals within the organisation as well as personal goals. Armstrong explains that PM is based on Agreement, Feedback, Additional materials such as Target setting, Measuring performance by ability, skills, and knowledge, and how motivated individuals are or what motivates them from a leadership perspective. What influences these factors internally and externally, how much training is needed for development of each individual, is it cost effective, are individuals able to demonstrate their skills to a high standard, what expertise they bring to the team, all this is taken in to account when measuring PM. (Armstrong et al., 2008)
[bookmark: _Hlk89887588]The performance management process is done via communication between managers and employees working together to create a plan to monitor and review and employees contribution to organisational success, below is a performance management model which shows the stages. 
Improving performance management using AMO Model. 
Employees even if are competent and self-motivated should always have opportunities to make a contribution, this is important for their success & organisational success, AMO theory suggests that job performance is based on Abilities, Motivation & Opportunities.  This Theory has been greatly adopted to analyse the complicated relationship between how individuals are managed and their job performance outcomes.  AMO focuses on Individual Attributes however its application with personnel performance especially within the HRM field is questionable, researches believe that AMO theory in practice is flawed and lacks consistency. Because it is unclear, HRM researches have in the past applied this framework in a way that could suggest that is in fact the ‘Practices of HRM’ that influence the Ability- motivation and Opportunities of the individual. This leads to better performance. For example, individual ability can be developed by training, and motivation can be developed by a number of things including performance based pay, flexible hours, and other factors. Opportunities can be influenced by internal development such as being involved within a self-directed team which manages its own workload. HRM Systems can be used effectively to increase productivity and  team performance and organisational profitability, this doesn’t necessarily mean that AMO theory shouldn’t be used to understand behavioural processes between people management and performance outcome, in fact there is a lot to admire about this model, hence its popularity. (Kellner et al., 2019)

Employee Engagement and Performance Management. 
A Skilled, Motivated and connected work force is Effective for positive change in any Organisation, but finding processes to build and  sustain a prosperous group of employees isn’t always smooth sailing. Studies carried out in 2018 suggested that Employee Engagement was at the divers seat of this objection. Applying a performance management system which is Effective results in impressive and compelling engagement within the company. 
Performance Management in recent years has become more advanced, organisations are using software that is assisting organisations worldwide by using a variety of tools which in turn is creating a more engaged workforce. 
Employee Engagement is vital in any organisation, it involves creating a workforce that is happy and motivated,  Individuals feel encouraged to produce a high standard of work which has huge positive impacts on both employees and the organisation. Although this has proven to be true, unfortunately 85% of employees aren’t feeling engaged within their workplace across the globe, studies show that a more engaged workforce have 16% more profit as well as 37% lower absenteeism. These figures convey truth into the influence that employee engagement has on individuals and organisational growth. (Ginac, 2018)

Yearly Appraisals vs Today’s PM Process.
60% of US Organisations in 2002 decided to abandon yearly appraisals, and in modern day almost one third, of worldwide organisations have replaced this process and now use frequent, precise, reports between management, and employees, Tech companies like Microsoft and adobe are leading the way, these organisations have re-evaluated PM, and the processes used. Economical evolution has paved the way for these changes, according to an article written in the Harvard Business Review ‘The Performance Management Revolution’ Talent is in short supply and developing individuals is crucial for any organisation in today’s economy, and finding new ways to meet these needs is vital. (Marcus Buckingham, Ashley Goodall et al., 2018)
Reward, Motivation and Performance. 
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Performance management as well as developing individuals is about Recognition and Reward, both of these play important roles in motivation and performance outcome, Designing a Recognition scheme is vital. Recognition, Reward and Bonus Schemes implement appreciation shown to Employees for their achievements either on a day to day  basis or this can be done formally through formal ceremonial recognition presentations. The benefits of this scheme to Employees is effective for Motivation, individuals have a sense of pride from personal achievement. It Increases workplace engagement as it displays that the Organisation values its employees. This scheme also provides team rewards as well as individual success, line managers are able to reward employees without waiting for end of year appraisals. (Armstrong et al., 2019)
Although Performance management is vital for the success of individual & organisational success according to an article written in SHRM (Society for Human Resource Management) performance management often fails but is still important, organisations invest a great deal of money & time in to their PM systems. Deloitte for instance discovered that they needed two million hours to set goals, finalise evaluation forms and carry out yearly appraisals, furthermore the attachment of costs including appropriate technology systems used to assist organisations with Performance data costs thousands each year. These costs could be justified if the process effectively worked to improve motivation, employee engagement & Performance, sadly this isn’t always the case and a lot of employees are left feeling that their hard work isn’t rewarded, along with Managers complaining it’s to time consuming. The article goes on to say that the root causes of Performance management failures is down to these key points: 
· Based on foundation of mistrust- Example- Employees have stated they believe that it hosts appraisals for favourites, providing there is constant monitoring to do the right thing it can cause employees who don’t get rewarded to feel deflated and undervalued.
· Based on flawed presumptions- the beliefs that impartial performance ratings will motivate and  improve performance, although most employees believe they are above average and refuse to hear otherwise. High performers are known to complain about performance reviews & claim they they are boring & repetitive causing them to feel de-motivated. 
Employees have accused organisations of using Performance management reviews as a way to impose rules and processes without offering opportunities. AMO theory suggests that without opportunities an individual who has the abilities & skills to do a job will feel undervalued if they aren’t able to progress within their career. Despite the challenges of performance management organisations are hesitating to stop doing it because they feel individuals perform better when they are given rewards & praised for their hard work. Therefore to the contrary if organisations are using effective processes it has proven to create a more engaged hard working community. (Gosh, Long and Murphy, 2021)

Although Organisations such as Accenture have been praised for their implementation of performance management, the tech giant  humanised it’s performance management process and discarded systems that looked at individuals as numbers on a page, the residents created a more timely feedback system, Ellyn Shook stated “we’ve binned the traditional closed door meetings where we talk ABOUT people & are using a more humane process where we talk WITH people whilst coaching & training them in continual engagement. The organisation boasts of 300,000 employees worldwide & this achievement of getting the performance management process right is applauded by other organisations such as Facebook and Microsoft that are always leading the way in performance management. (These Five Companies Are Trailblazing Performance Management - Reflektive, n.d.)
Overall performance management is essential to organisational success, without it companies are not able to meet strategic goals. It helps to align their employees and resources in achieving the end goal, organisations that get it right, become fierce, competitive communities. As Henry Ford stated “coming together is the beginning, keeping together is progress, and staying together is success” yet performance management is still working progress, strong performance management relies on a simple principle that “what gets measured, gets done” performance management only works with continual, transparent and open communication, and where management act as coaches, and mentors, one on one sessions create good habits and help the development of each individual in their stages of their careers. Rewarding good performance is always better than punishing bad performance, morale building and team bonding is essential. Management interaction is a powerful tool and sends a positive message to employees that they are valued, managers who act as role models will in turn get respect and identifying problems becomes much easier. (2021)




PDP 

	Objective area of development. 
	Measures taken. 
	Support and development. 
Internal and external. 
	Review dates 
	Priority 
	Other comments. 

	To further develop skills in directing subordinates 
	To complete a leadership development programme. 
	Two days on a training programme offered by IMD leadership programme online. (Paid for by us) 
	22nd February-22 March. 
	Learn effective communication and delegation of tasks. 
	To be completed by 22nd March latest. 

	Building competence 
	Being able to demonstrates competence and applying new strategies and planning within your team. 
	Coaching and mentoring, leadership development with external consultants group, and internal by shadowing existing managers. 
	22nd may. 
	Demonstrating great leadership skills by coaching and mentoring employees old and new. 
	Must show competence in coaching and mentoring. 

	Leading & managing. 
	Managing small & large projects and teams. 
	Internal support from existing managers and training programmes externally. 
	1st June. 
	Must show leadership skills in smaller & larger group projects. 
	Demonstrating excellent leadership skills to create better performance outcomes within your team. 

	Motivation skills 
	Come up with new ideas to motivate staff. 
	Engage with staff, find out what motivates and makes them want to perform. 
	5th June. 
	To motivate staff in performing to a high standard. 
	Must be able to motivate and show encouragement to employees. 

	Employee engagement. 
	Engaging with staff, find out their goals & needs within the organisation. 
	Create a happy working team that feels valued, shadowing internal management. 
	10th June. 
	To create an engaged workforce who are always striving toward organisational goals. 
	Engaged & motivation creates excellent performance. 

	Training and coaching. 
	Always mentoring staff so they feel opportunities are available. 
	Monitoring employees and looking out for their strengths and weaknesses and working with them on areas they may be struggling. 
	Continuous process. 
	To create efficient and hardworking teams. 
	Always monitor and support your team. 




PDP analysis. The team leader has been given a personal development plan to focus and visualise their roadmap from personal growth and also team bonding, team leader must show abilities and skills in creating a hard working, and engaged and motivated team that strives toward personal and organisational goals. Team leader has been given set dates for each task to be completed and must show competence and ability by these given deadlines. The team leader has been asked to work on areas such as delegation, leadership skills and applying his own abilities in showing how they are able to project manage smaller and larger groups, always showing consistency, support and coaching with their team members. The outcome of this will be a hard working team leader with a happy hard working team that delivers excellent performance. 

Conclusion. 
Performance management isn’t just a process intent with just rewarding or punishing individuals, it’s sold purpose is to create an improve the performance of the individual to meet organisation targets and goals, although used worldwide what has been concluded is that Performance management f done correctly can have a very successful outcome, although there is still need for change and lots of organisations have to adapt, Performance management is still a working progress and can be time consuming if done wrong. Companies like Microsoft & Facebook have nailed the process and other organisations would do well to follow suit. 
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Motivation plays a key role in performance managem ent, motive is what drives a person to do  something, it influences behaviour and how they respond to activities. When an individual is working  toward a certain goal and knows that they will be rewarded performance levels become greater.  (Armstrong et al.,  2019)  


