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1.0 Introduction
This Essay is based on the topic of Performance Management in a workplace within an organisation. The researcher has used Google, Tesco and other organisation to critically assess and evaluate the benefits to the organisation and individual of developing individuals in the workplace.
What is Performance Management?
“Performance management is an ongoing process that identifies, measures, and develops the performance of individuals and teams while also aligning performance with the organization's strategic goals” (Aguinis,2005; Armstrong, 2018)
 However, Bates and Holton (1995) cited in Armstrong (2018) revealed that Performance Management is a multidimensional structure, and its measurement is affected by a variety of factors. They also emphasised the significance of deciding whether the purpose of the measurement is too vital to consider outcomes in terms of behaviour or both.
Therefore, Julie (2016) argues that creating and supporting maintained management framework for employees is not the slightest need if the business will ever meet, but it could be useful. Speaking of all the benefits of having a satisfactory performance management framework, the result of a typical performance that would not built effectively can be a hindrance.
AMO Theory of Performance Management
Many organisations today have implemented AMO theory and are being developed in HR policies within their organisation. Ability, motivation, and opportunity (AMO) model revealed by Bailey (1993) and developed by Appelbaum et al (2000); Hutchinson (2017). AMO theory (A) ability, motivation (M) and opportunity (O) has become a commonly accepted framework to explain how HR policies might work and impact on performance and is helpful in deciding which HR policies should be developed and implemented (Macky and Boxall (2007); Hutchinson,2013). 
However, the researcher revealed that uttermost of the studies on high-performance working practices use of AMO framework either explicitly or implicitly (Huselid,1995; Appelbaum et al, 2000; MacDuffie, 1995; Purcell et al,2003; Hutchinson,2013). This model allows HR practices to develop skills and abilities to perform an employee’s work, increase employee’s motivation to volunteer, and enable employees to maximize their motivation skills. It suggests that it will contribute to improving employee performance. 
Furthermore, other authors developed a meta-analysis to investigate the effects of three dimensions on proximal (e.g., motivational) and distal (e.g., financial result) dispersal. Their conclusion, for example, showed that skilled improvement practices were less positively associated with employee motivation than the other two aspects (Armstrong et al., 2010; Bainbridge, 2015; Bal & De Lange, 2015; Choi, 2014; Sarikwal & Gupta, 2013; Garcia and Thomas,2016).


Finally, other authors claim that some dimensions take precedence over others (Garcia and Thomas, 2016). Therefore, the AMO model must be represented by a combination of an additive model and a multiplicative model (combination approach). What this means; there are factors that directly affect performance, but other factors only mitigate performance by increasing or decreasing the impact. 

Why is Performance Management Vital?
According to Gallup (2016) employees who regularly receive feedback on their strengths are 8.9% more profitable than employees who do not receive any feedback at all. When it comes to Google, people often wonder what the secret to success is. The people of Google are the answer here. They develop their own workplace culture rules to supply an effective working environment for their employees (Tran,2017).
 Google highlight the training needs of its employees, boost employees' morale if mistakes are made and overcome failure. Innovation is vital in Google and ideas are always encouraged within the organisation the operation of HR is clearly Google’s science. They are constantly experimenting and innovation to find the best ways to keep their employees happy and work effectively (Davenport et.al 2010; Tran, 2017).
 Google do everything based on the collection and processing of the data they collect and use that data to evaluate their employees and help them work efficiently. If a company wants to hire talented people who cannot be hired in, it needs to focus on building a decent work culture. This includes the work environment, meaningful work and employee freedom (Meek,2015; Tran,2017).
Furthermore, by frequent reviewing with employees as part of their performance management will increase workforce planning and put into use (NaturaHR,2019).
Therefore, performance management is very vital in all organisations because it cultivates open dialogue between employees, management, and the organisation. Without open dialogue between employees and management there is no trust, employees are left supported and committed (NatualHR,2019). The researcher concluded that performance management it improves employees to align their strategic aims in values, resources, and systems to meet their visionary goals.


               




       
  

2.0 Findings
                             Organisation Performance Management Benefits and Drawback
                    Figure 1. Strategic performance management
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Performance Management Process are beneficial in an organisation because it involves its employees, as individual it enhances organisation effectiveness in achieving mission and goals. 
Truss et al (2012:45); Hutchinson, (2013) proposed that a strategic performance management is the plan that interreacts organization's vision, mission, goals, and aims, as well as how resources will be used. To fully understand the developing strategic performance management process, employees must align organisation vision and mission statement, which are effective in assimilating and communicating what the organisation is about and its future achievement and present status. (Hutchinson,2013).
For example, of mission and value statement:
Google mission and value statement: Organise information about the world and make it widely accessible and useful to everyone. 
“The best way to improve is by talking to those providing feedback and asking them exactly what they hope you’d do differently.”- Lazio Bock (Li,2020).
People across the UK and around the world are using Google tools such as search, maps, Gmail, and YouTube in their own way to improve their daily lives (about. Google, 2021) Many organisations today use Google as their platform of communication and remote office place of either learning or working.
When thinking about the best place for people to work, Google often appears in people’s minds. Why? From table tennis to napping pods, Google has a unique work environment that helps Google to stay on top of the world’s best companies. In addition to its outstanding employee's bonuses, Google also stands out as an employer due to its world-class corporate culture. But that culture was not built overnight (Li,2020). Creating a prestigious culture like Google takes time and dedication. In the case of Google, cultural changes depended on performance management systems and needed significant improvements to building new products development.

Google’s mission and vision statement mirror the robust position of the organisations in terms of what it wants to achieve since it was founded. Google has been developed and improved universal strategy and intensive growth. Google regularly runs employee performance review and engaged more in its employee's feedback, acknowledging and collaborate organisation performance management process and system (Li,2020).
However, a strong corporate culture shows that employees have the same ideas, similar beliefs and ethical values. When these beliefs and ethical values are in line with business goals, relationships and trust are quickly built, which helps build a team. With the bond team building, employees can avoid conflicts and focus on getting things done (Businessball.com,2019). A strong corporate culture makes it easy to convey roles and responsibilities to everyone. Employees know what they are expected to do, how management evaluates their performance, and what forms of compensation are available. Purcell and colleagues (2003) dispute that the channel between people management and organisation performance, use the theory of the “BIG IDEAS” (Hutchinson,2013). Google has implemented “BIG IDEAS “into mission and value statement through developing HR policies and practices and that why they have measured performance management in a way of interreacting different behavioural areas of the business.
                
  Figure 2.      Performance Management Cycle [image: ]
Google uses a performance management cycle because of its excellent leadership and high-quality coaching relationships between managers and teams (Tran,2017). Google PLAN performance management plan to improve employee's performance when it is crucial. Google ACT performance management by creating an exceptional network with their stockholders, partners, followers, customers and newcomers (Li,2020). Google involve leaders to motivate employees to interact, get to know the culture external and internal within the organisations, transparent relationship, share opinions and develop knowledge and skills to advance level of competency. Implement innovative ideas, develop and create modern product. By managing Google employee’s performance, Google Monitor employee’s performance through psychological safety (Li,2020). It is formed by trust and clarity. One way to raise security is with regular one –on-one meetings. It reassured teams and create greater commitment, greater motivation, more learning and develop opportunities, and better performance to tackle difficult problems when arise (Delizonna,2017).  Furthermore, Google Review performance management by reviewing achievement, identify learning, discuss career goals and reward employees and managers. Google has implied Herzberg theory when it comes to reward system into the organisation.  Google support individually direct, offer customize program that are fitted for individual needs whether it is rock climbing, parental leave or retiring at the age of 45(Google,2009; ThinkingLeader,2012).

Building a successful team required effective leaders with an emphasis on trust, clear communication, full participation, and self-management. The team leaders of the organisation foster a daily corporate vision. The team leader is the creator of the space where employees can exercise their options and freedom (Mullins and McLean,2019).

Tesco mission and value statement: “We make what matters better, together.”  
“The Tesco values are embedded in the way we do business at every level. Our values let our people know what kind of business they are working for and let our customers know what they can expect from us.” Philip Clarke, CEO Tesco. (Mihailoae, 2013)
Tesco values, mission and vision are interrelated and function to form the company’s identity. Together with Tesco’s strategy, they play a significant role in their success. KPI visions, mission values and strategies are meaningless means unless their impact is monitored and evaluated. Therefore, use various key performance indicators (KPIs) to assess the organisation’s progress (Mihailoe,2013).
Organisation that perceives what really matters to their customers and innovate on their behalf become industry leaders and often go beyond that (Dawson and Meehan, 2021).In 30 years, Tesco has grown from third largest grocery market in the UK to the third largest retailer in the world. In the same way, Amazon has moved from selling books to selling almost anything. In 2014 (Hopkins,2015) Tesco failed its expansion in the Chinese market. There are several reasons why Tesco has failed. The main reason was the lack of understanding of Chinese consumer’s buying habit, the delay in the entering the Chinese market and the fierce competitors (Woohyoung, Kim and Hwang,2020). The researcher revealed that many studies investigating the reason and processes for withdrawn from Asian market in the mid-2000 has shown that retailers choose to withdrawal because of limitations, deficient performance of management and poor control.
 What made Tesco to withdrawal? Management Failure or Performance Management failure that made Tesco to withdrawal from the Chinese Market. Sachdev (Woohyoung, Kim and Hwang,2020) argue that in a quantitative study Tesco chose to withdraw due to low profitability, losses, commercial difficulties and restrictions. Boddeweyn (Woohyoung, Kim and Hwang,2020) argue that, according to the theoretical analysis, discrimination against foreigners appears to be caused by lower barriers to sale that less common among top management. The researcher proposed that on discharge procedures have shown that surgical and non-surgical measures are affected during withdrawal. Therefore, in this case Tesco chose to withdraw based on their performance management failure. Drawbacks of Tesco performance management cycle weren't met because of lack of PLANNING and Tesco did not improve organisation performance when it was crucial and ACT to achieve goals and carry out role for development plan. MONITOR process was not put in place through p safety as Google. Physical settings environment were barriers (Woohyoung, Kim and Hwang,2020). 
Tesco could have succeeded in the Chinese market if goal setting, and ongoing coaching were met and help employees' performance to reach Tesco goals in line with the company’s vision. When Monitor process is achieved, Review help managers evaluate the result and process used to achieve it. Ryba (2021) revealed that Reviewing employee’s perspective it is a terrific opportunity to management to supply feedback on improvements, discuss future development opportunities, and develop a future roadmap.
To be successful in China, foreign companies like Tesco need to approach Chinese customers through localization. In this research, Tesco did not do so. Therefore, foreign companies wishing to enter the retail market in China need to succeed by hiring local civil servants and giving them full operational power. For example, Chinese want to place employees in the store to supply services, but Tesco has so many instore, simulation behaviour in the UK that keeps stores away from Chinese consumers. No employees are assigned. If a Chinese company does not serve local customers, it is more likely to fail because it does not understand the Chinese characters familiar to Asian and socialist cultures ( Woohyoung, Kim and Hwang,2020).
 
                Individual Receiving Performance Management
Managing performance means finding ways to get employees to work better or more effectively by inducing the necessary discretionary behaviour. This happens when people feel satisfied with their work, motivated and committed to their employer. This means a desire to work for a company in the future (Armstrong, 2006). However, Budworth et al (2015, cited in Armstrong, 2018) conducted research which prove employees’ approach of fairness influenced their relation between feedback and overall consecutive performance. Motivation, Performance and Training sometimes are the barrier of employee engagement. Tesco greatest assets are customers and its employees. How do Tesco motivate its employees? Employees are motivated through coaching, mentoring, and self-manage training. Line managers plays a vital role in supporting employees through mentoring and reviewing employee's development. 
Draws backs of individual underperformance when problems are not identified and consider by management. In 2020, Tesco was considering, and legal matter arise against the biggest retail supermarket in the UK because of underpaying 78,199 employees by almost £.5.1 million. Tesco needed to take matter seriously and action to avoid organisation reputation (Editor,2020). When an organisation is underperforming HR management should analyse the feedback from its employees and obtain agreement from employee's goals. People are likely to react positively, working on improving performance and developing skills when receiving feedback and encouragement from mangers, engaging in defining expectations, and their participation skills and abilities (Armstrong, 2018).
In this scenario with Tesco underpaying their employees is the reversal process that HR management needed to investigate performance management of manager's cycle. Did management monitor and review employees pay scheme.  Tesco HR management needed to act and prove reasons for shortfall. With this process it will allow employees to consider staying on working for the company. 
  
3.0 CONCLUSION
To conclude this essay the researcher revealed that, employee goals were not me on time, resulting in mediocre performance within the organisation. The goals should be in line with the goals of the organisation mission and vision. Performance management and employee competence assessment enhance commitment to corporate value. HR management need to develop better strategies for improvement to improve business productivity overall.


Task 2
Personal Development Plan for Mr Matheo who works at the TESCO grocery department.
[image: ]

Action Needed to take place: Time Management. Mr Matheo needs to be motivated and act his improving working tasks that needed to achieve. Mr Matheo gets easily ly distracted by his colleagues and customers. He is very well engaged when it comes to customer services and using of the FRID ID system. Mr Matheo is often late to register when started at work and do not meet the deadlines task when given at his department.  Mr Matheo will improve when internal training is supplied for his areas of improvement. 
The management team could look also into Mr Matheo work life cycle and if support is needed. Mr Matheo other area of improvement like communication and IT skills does not need required priority and its low. Therefore, Tesco management could transfer Mr Matheo to another department like for instance Tesco Mobile or Dot.com. This will help Mr Matheo to become more confident and learn the values, beliefs and goals that he wanted to pursue. It will give him direction of what he wants to achieve.  It will bring clarity in decision making that he does in day-to-day basis and become more motivated.
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