





























The essay defines performance management. Performance management dates from Sun Tzu’s The Art of War. In business as in war there are common principles: collecting data, generating information, and responding to that information. In war are crucial information about the strengths and weakness of the enemy and how strong and weak is itself. Individuals, teams, and organisations can all benefit from business performance management (Mitchell,2007).
Marchington defines as ‘’a continuous process that links together performance, motivation, individual goals, and departmental and organizational purpose and objectives’’.
Aquinis identify performance management as a key tool for organizations to change employee’s skills and motivation ‘’into a strategic business advantage’’, is not only a tool for evaluation, but is a tool for grow and improvement. Its objectives are strategic, administrative, informational, developmental, organizational, and maintenance (Aquinis,2019).
Line management drives performance management, which involves managing individuals and teams within a framework of set goals, standards, and competency requirements.



Performance management in the UK dates to 1980, when it was measured "via outputs such as objectives, targets, and standards." In 1990, the emphasis was on competency and behaviour measurement. By the late 1990s, performance management had developed an open and honest dialogue between managers and employees, resulting in a more engaged workforce. Performance management is used in both the private and public sectors as part of a new management reform that aims to increase service efficiency and effectiveness while demonstrating value for money. It's a strategic management tool that ties together an organization's vision, mission, goals, and objectives, as well as how to allocate resources (Hutchinson,2013). 
According to Burkus history of performance business management dates from 1930 as a tool, and it was Mayo earlier back in his Hawthorne Works study at the Western Electric Company who implemented Human relations movement. Mayo discovered that productivity and morale are correlated to employee’s feeling about organization’s social structure and management’ interest in their wellbeing. Mayo removed managers role from measuring and enforcing performance to coaching employees to meet standards. Burkus further suggest that performance review meetings became a law in US 1950 that mandated all federal employees to receive an annual performance evaluation and to be given one of three ratings: outstanding, satisfactory, unsatisfactory which are connected to bonuses, salary increases and promotions (Burkus,2016).





The performance management system provides information to identify, measure and develop the performance of individuals in an organization. It is coming with HR systems such training, performance appraisal, competency development. Depends by job evaluation and measure the performance of individuals aligned with the goals of the organizations. Once identified set goals, provide feedback and drive action. The organization used the assessment of competences to measure employee skills, knowledge then set objectives and performance standards. Employee competency is presented in an appraisal form throughout the year.
Buckingham stated that competence was formerly used as a metric for evaluating performance, but it was never as such. Competencies, in his perspective, are utilised to define employee performance and to link learning and training. There is no proof of a strategy to improve performance; instead, it is the job of the manager to develop a list of abilities and inform employees what they need to learn. Buckingham maintained that discussing performance management necessitates two issues: performance measurement and performance acceleration. Performance measurement is a measurement challenge that aims to show each employee's genuine performance and differentiate their actions. Buckingham also confirms that identifying an individual's skills, how to focus, coach, and engage the person is a development challenge in order to build or accelerate performance The Missing Link in Performance Management - Marcus Buckingham.

 

According to Armstrong (2006), the goal is to empower, engage, and reward people to maximise their individual and organisational benefits. The goal of performance management is to ensure that people are given the tools and resources they need to grow and improve. Performance management, according to Armstrong, is a "continuous and adaptable process" that "focuses on future performance planning and improvement rather than retrospective performance review." PM, in his perspective, is an evolutionary process that entails a constant communication between managers and employees, as well as a partnership in which responsibilities are shared and mutual expectations are established. Performance appraisal is viewed as a bureaucratic system controlled by HR departments that focuses on what went wrong rather than future development needs. It is regarded as time-consuming and insignificant (Armstrong, 2006).
There are organisations, such as computer corporations, where employees have a high degree of autonomy and use a flexible, informal, and high degree of involvement and engagement in performance management. A participative, non-directive, and empowering approach management style is used. For creating and managing performance expectations, trust between employees and employers is critical. It is more effective to provide a feedback process on employee recognition instead of appraisal. Employee perceptions of equity are influenced by judgmental elements, which have an impact on employee attitudes and outcomes, affecting the efficacy of performance and the connection between the employee and his supervisor. The effectiveness of outcomes is also influenced by the relationship between performance and reward. Performance management is frequently criticised as a management-imposed top-down system, yet it is better viewed at the individual level.
 Company like Microsoft, Motorola, Expedia has proved over the years that the best way to improve performance is to find a system that meets common value for company and its employees and give feedback thorough performance review not ranking people .According to Aquinis organizations such as  Google ,GE, Yahoo, Adobe, Accenture transit from performance appraisal to performance management in an era of digital skilled employees who request ongoing feedback ,and grow when given opportunity. 
It is part of performance management to check on employees' welfare and how they cope with their obligations in these hard times where people keep social distance from their colleagues and the priority is a healthy and safe workplace. Employees who can alter and adapt to the current business climate are more valuable. Employees should be willing to attempt new ideas, and management should make sure that what they're doing is relevant and effective.
CIPD highlight that performance management motivates people to achieve organizations ’goals giving them resources and support. Its aims are to monitor, maintain and improve employee’s performance using tools: ’objective setting, performance ratings, performance appraisals and feedback, learning and development, performance-related pay. Performance management is about creating a culture which encourages the continuous improvement of individuals ‘skills, behaviours and contributions to the organization. It’s a key part of the relationship between staff and managers’’(CIPD,2020).

Planning, acting, monitoring, and reviewing are all steps in the performance management process.
Planning entails deciding on targets and competencies, as well as developing a performance and personal growth plan.
Acting on the tasks that must be completed to attain the goals.
Monitoring: keep an eye on how things are going.
Reviewing: evaluating progress and accomplishments to agree on an action plan.

According to Mitchell ,2007, Performance management requires three steps: the first is performance planning means setting goals and what needs to be done to reach the goals. This improves performance through three mechanisms: goals give people direction and focus, goals give people ability to adapt their efforts to the level of goals accepted, difficult goals accepted increase individual persistence to achieve those goals. People find helpful to know what management expect from them: goals increase the challenge of job; hard goals achieved give people self-confidence, pride, and willingness to accept future challenges. Performance coaching is next step in the cycle when manager intervenes to give feedback and adjust performance. Performance appraisal is the last step of the cycle when manager deliver documented feedback on individual performance. It is an annual process of reviewing employee performance, setting new objectives, documented the review and deliver a verbally face-to-face meeting. It is for years applied and research highlight that to be useful the employee should be review by SMART objectives: specific, measurable, achievable, result orientated, time framed. It is a human resources activity and can be formal or informal. Benefits of formal performance appraisal are:
It clarifies if training is necessary and if is effective.
It determines who receive rewards and who not.
It stimulates people to perform better.
It is a legal document for promotion, transfer reward or discharge position.
It helps as a human resource planning purpose.
It is a communication process to know each other: employee and organization (Mitchell, 2007).
[bookmark: _Hlk90143198]Mullins,2007, affirmed that organizations and people need each other. To perform well is a result how employees are treated by management. It is essential to develop a workplace environment where employees work willingly and effectively. Flexible working and employee involvement replaced a hierarchical/controlling style of management (Mullins, 2007). 
Training and development process focus on the needs of learning for the employer and employee. The employee must be seen as a vital investment for the company successful performance. An alignment between the company’s goals and its learning culture drive performance. The leadership must support and guide for continuous learning. The managers analyse the job tasks to determine the training needs and fix the development objectives’ is responsible to align training and development plan with the business strategy and continue to evaluate to obtain performance. In actual business environment is a social and moral responsibility for organizations to encourage their employees to learn and grow. These improve workforce skills, enhance organizational performance, contribute to employee job satisfaction, and bring competitive advantage.
Strategic management should consider employee engagement and related states such as motivation and commitment to promote organisational performance, according to CIPD research. Performance management is not driven by individual HR practises. According to the CIPD, highly skilled personnel can only add value if they have good relationships with their bosses and work in a supportive atmosphere with strong values. Only these elements encourage discretionary behaviour, which is defined as an employee's desire to go above and beyond of the job or put in extra effort." Strategic Human Resource Management | Factsheets | CIPD." https://www.cipd.ae/knowledge/factsheets/strategic-hr-management.



Pulakos and Battista highlight that individual are the emphasis of the PM strategy, which is conventional with goals stated at the start of the year and performance evaluation at the end. It takes a long time and does not stimulate a quick and dynamic performance. Organizations have recently turned to culture efforts to boost performance. Employees comprehend the culture, believe in it, and act in accordance with it, for example, drive performance. The role of the PM is to support cultural alignment through communication, collaboration, real-time feedback, and coaching, as well as assisting managers in addressing environmental barriers to collaboration, recognising team efforts, and encouraging employees to address an urgent issue to their manager.PM encourages employee engagement by assisting them in understanding the organization's goals, receiving appreciation for their achievements, and receiving feedback on how to improve. When a robust feedback climate is fostered by PM, it develops communication, relationship, and trust, all of which help organisations succeed. The following guidelines must be followed during the PM process:
Empowerment putting the employee in charge rather than the manager.
Feedback is shared directly with employees and is not filtered by the boss.
Employees should be treated fairly, with equal opportunities and rewards.
To assist employees in improving their performance.
Employee who has made a significant contribution should be rewarded meritoriously.
To establish a sense of shared ownership of the results, form a partnership.
Teamwork-focus on group performance rather than individual performance.
Accountability-employee is accountable for meeting expectations
Trust-building- convincing people that each other has good intentions, as well as relying on people without having any controls or monitoring in place (Pulakos, 2020).
[bookmark: _Hlk90584957]

According to Mullins staff are a crucial and expensive resource, and manager role is to encourage people to develop and perform. Competent staff will occupy management positions. Training improves knowledge and skills, change attitudes, and lead to benefits for individual and organizations. Training gives people confidence, motivation, and commitment. Training is an opportunity for career progression to an individual, but for the organization improve quality of staff and optimise employee’s contribution to its aims and goals. Training increases the level of work performance and organizational competence (Mullins, 1993).
Performance management not just managing but improving performance. It solves problems (Cokins, 2009). 

 Key performance indicators are used to assess the current state of the business and to choose the best course of action. Customer quantity, customer turnover, outstanding balances, demographic analysis of potential customers, customer profitability by demographic divisions, and customer segmentation by profitability are all KPIs. KPIs help organisations make better decisions by monitoring project and employee productivity(Mitchell, 2007).
[bookmark: _Hlk90643349]KPIs indicators for employee’s development are sales target, project completion, speed of work, customer satisfaction, job satisfaction, absenteeism. KPIs of human resources are number of new hires, cost by hire ,promotions ‘number ,employee turnover, employee satisfaction, retirement rate, absenteeism rate, training and development rate, salary competitiveness ratio A Complete Guide To Key Performance Indicators (KPIs ...
KPI are targeted measures that tell staff and management what to do: customer satisfaction, financial results, innovation and learning, staff satisfaction, community, and environment (Parmenter, 2015).
Many firms use computerised 360-degree feedback systems because it makes data collection and processing easier. Reduced possibility biases, increased awareness of performance expectations, increased commitment to improve, improved self-perceptions of performance, improved performance, reduced undiscussables, and increased career control on the part of employees are just a few of the benefits of implementing 360-degree feedback systems. Despite the numerous benefits of deploying 360-degree feedback systems, there are some disadvantages to be aware of. Negative feedback, for example, can harm an employee's feelings; individuals may not be ready to accept such criticism and hence may not participate freely; confidentiality may be breached, causing information to be misconstrued; and rates may be overworked (Aquinis, 2013).
 Personal development plans are a component of the performance management system, and they detail the steps that must be performed to increase employee performance. It highlights his strengths as well as areas in which he must improve. A personal development plan outlines measures that can be taken to improve performance. It can be used for any task, and the data comes from the assessment form. It is possible to design for each of the performance factors that have been assessed. The goals are to increase performance, facilitate lifelong learning, and promote personal development. PDP considers both the organization's and the employee's needs. The decision is based on the organization's requirements. The supervisor and the employee agree on which new abilities will enhance the employee's work experience while also assisting the business in meeting its objectives. The completion date is included in the plan. The following are some of the goals of a personal development plan: improve current job performance, maintain current job performance, prepare employee for career advancement, and broaden employee's work experience. Employees can achieve their goals through on-the-job training, courses, self-study, mentorship, attending conferences, earning a degree, job rotation, and temporary jobs. The development plan is created by the supervisor or line manager, who will explain to the employee what is required to achieve the target level of performance and what steps the person must take to improve their performance. The supervisor's role includes suggesting resources needed by employees to achieve goals, reviewing, and making suggestions about developmental objectives, monitoring employee progress, and reminding employees of deadlines, and motivating employees to achieve goals through bonuses, benefits, or advantages of new skills learned (Aquinis, 2013).
	OBJECTIVES
	SUCCESS CRITERIA
	ACTIONS
	IMPLEMENTATION

	Employability and digital skills
	Complete two assessments for level 4 and 5. At level 6 complete a dissertation, project, exhibition, conference, or showcase linked to the discipline area "Graduate Attributes Framework | University of Wales ...." https://www.uwtsd.ac.uk/graduate-attributes-framework/.


	Use UWTSD research
	Respect deadlines asses. 

	Knowledge and Learning Ability
	Open to knew technology related to modules (Power Point, Excel)University Core Competencies | Human Resource Management

	Attendance at lectures to learn utilisation of laboratory hardware and software
	Write presentations related to modules in a timely manner

	Communication skills
	Complete on-the job training and voluntary work Personal Development Plan - Mind Tools

	Review communication skills acquired every six months in an Audit with line manager
	Write a business case for HR department

	Self-management
	Complete course for intrapersonal skills: the ability to manage personal emotion, motivation ,and development to be able to work under pressure Skills for Success: Personal Development and Employability ...

	Online resources,
Library resources
	Practice managerial skills in the workplace.














In 2018 Forbes published an article that human beings ‘’have capacity to innovate, to expand through losses and despair and to co-create as human beings.’’ The expectations to perform bigger, higher, better and the knowledge of receiving judgment is against people freedom to create, to learn, and their free choice to share. It is people choice to create a safe and trusting environments where to remember that the idea is to learn from error, to understand it and to grow from it. The article highlights that great leader developed through hardship, discrimination, mistrust, external resistance not through performance management conversation (Pir, 2018).
It is time to promote a culture that values employee skills and talents and recognise their work. In modern culture real-time feedback promote a collaborative work culture where managers are coachers and mentors. It is a new thinking way and requires to be applied from top to bottom organisations helping employees to get right direction and right support for under and over performance Performance management in the 21st century | CIPP
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