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Introduction 
The purpose of this paper is to look at how an organisation and individual can develop within the workplace. This will be critically assessed by using the performance management model. This consist of four stages which are plan, coaching, evaluation and rewards. Each section will look at different ways of improving the performance of many traits. The paper will look into how the individual and organisation can form bonds to create closer relationships, also look at what threats are they’re of preventing one another progressing.
The second part of the paper will use a performance development plan. This will look into how a director can assess a line leader and pick out important qualities needed to increase their performance. These will then be segmented to see which is the most important and why. Then implement how the organisation aide the individual to reach the goals. The plan will be revised and one of the goals will be evaluated into more depth.
The performance management model.
Plan
Performance management is when an organisation sets an overall review on how the organisation is ran. The performance of the organisation and individuals will manage performance by setting targets. These targets will include setting expectations by understanding what tasks should be taken on and define what is achievable. With skills and goals. Observation of motivational concepts, performance and feedback is part of coaching in performance management.  After observing the organisation then evaluates the performance and finally see how the organisation and individual are rewarded. (Armstrong, 2009)
When organising personal that are new to an organisation or even experienced individuals change of role in the organisation it has to be planed, they are delegated in the right role. One way to do this is a merit-based system. This is done by observing or evaluating what traits they have. This could be based on if they are a good leader or more creative. The benefit of using this system is it will help eliminate favouritism. Making a judgement on merit will produce better candidates rather than choosing someone based on relation and emotion. (Ingraham, 2006)
Having gathered data from merit scoring will help scientifically plan for an organisation to plan but, there are some flaws. The data collected may not be completely accurate as the observer has to have full attention mark accurately. The organisation may have different views on the data collected and could result in conflict. The person being observed may want to know results, but leaders may not want to communicate results as it could cause friction with everyone in the organisation. (Bolin and Muir, 1966)
Management by objectives is opposite to merit-based planning. Objective management is more direct resulting in more communication. The other benefit is leaders can adapt to what is expected of them and have a more organised directed approach to their certain goal. With the benefit of communication leaders can work together resulting in freedom to change and act swiftly to new plans. With this communication and freedom discussions could help leadership fix weaknesses and, feel motivated by allowing to express ideas. (Chavda, 2007)
There are some limits on objectives that could highlight poor performance for individuals and organisations. When setting an objective its all about predicting the future of what is expected. In reality external factors are unpredictable which could result in not meeting the plan. This could be due to things like inflation. Highlighting the most important objectives is logical but managers may forget they have more than one objective and ignore the least important duties of their role. Pressure to hit these objectives can result in individuals ignoring policies to make sure they hit the target. (Koontz, 1977)
(b) coaching
One way to coach is an experienced employee mentor a least experience employee. The benefits of this way of coaching is its all about passing on personal experiences, not just right or wrong answers. The mentor can pass on experiences to help come across physiological barriers. The trainee can put their education to practices and, solve problems later to evaluate their performance. Relationships can develop between mentoring resulting in more trust and mentoring is flexible. The mentor could have a hands-on approach or can take a step back and observe the trainee. As for the organisation re investing in younger generations sustains the lifespan of the organisation. (Gray, Garvey and Lane, 2016)
Even though on the job training has its benefits, it also has some negative traits. One of the negatives is you are using up employee resources to provide this training so as a whole the company is losing productivity. The trainer may only know the traditional ways the organisation works. 
When teaching there is not forward thinking and being creative or adapting to new technologies. the person giving the training is not just a specialist in training. The trainer may lack skills than someone outsourced, or the trainee may not acknowledge him or maybe the trainee is qualified anyway. (Advantages and disadvantages of on-the-job and off-the-job training - Training - Eduqas - GCSE Business Revision - Eduqas - BBC Bitesize, 2021)
Apart from coaching to gain performance for the organisation an individual can benefit from life coaching. This coaching is self-centred towards the individual to make them feel more comfortable training. Building confidence is a key factor from life experience. Once you improve your confidence you are able to express yourself more in society. Another benefit is it can reduce stress. Once you find yourself outside your comfort zone learning to deal with it will reduce stressful situation. When they gain more confidence, they may want to change departments or go for promotion, this will then give them job satisfaction by stepping out of the same routines. Life training can help with personal issues, but this can only be done by the consent of the trainee. (Parsloe and Leedham, 2009)
When coaching in performance management the manager has good intentions to improve individual life skills to help productivity. The recipient of the coaching may feel under scrutiny and feel negative. Individuals could become defensive as they feel under pressure and want to express that they are doing their best. Trainees could feel anxious when being called for training. They may be concerned about their position in an organisation and may withdraw from discussion. This then can lead to lack of interest and enthusiasm. (Mallin, 2017)
Evaluate.
When individuals get coached new skills, it is critical that the trainee can reflect on how well they are performing. Self-assessment is a way of evaluating one’s performance. While evaluating themselves they can gain experience in critical thinking and self-awareness. For the organisation it highlights which trainees are genuine to the company by showing willingness to improve. For the trainee they have full control how frequent the training should be. The coach may not give feedback when the trainee most wants it. Another positive is the organisation are freeing up resources as the trainee is evaluating in their own time. (Adachi, Tai and Dawson, 2018)
Doing a self-assessment can result in false overview. As the individual is criticizing themselves, they will have a bias view. They would be attracted to give more positive results and ignore and problems or mistakes that occur. (Taylor, 1994)
Using multiple sources to evaluate performance is another model to use. The model is more recently known as the 360-degree feedback. This model will collect data from colleagues and customers to give more accurate data by being observed by many angles. This type of feedback works in two different ways. A group of colleges can meet and discuss performances resulting in a more communication. The other way is to give the observers an anonymous way to study the individual resulting in more accurate data as there will be no confrontation and, emotions won’t intervene as much to solely focus on the data. (Bracken, Rose and Church, 2016)
The perfect team would be able to criticise and evaluate without any emotional outcome and just be professional about it. This isn’t always the case. Some studies find that individuals have resulted in psychological problems. Teams of people may create sub teams which result in individuals being left out of these subgroups. If data comes back negative from 360 feedback review, then emotions can arise, and the team could become irrational to each other. Therefore, the organisation job retention could be affected as employees find alternative employment. (Peng and Zeng, 2016)
d) Rewards
The rewards system in performance management is a scheme where individuals can be rewarded financially and non-financially. With financial rewards the organisation and individual are positive. The employee will receive more money while the organisation will have control on driving the employees. Apart form productivity this can help run the organisation more professionally. Giving employees financial gain to report any misconduct in the workplace will encourage them to report on misconduct. The reporter will gain financially the organisation will be able to terminate miss behaviour, and show the organisation has full control of the work force. (Stikeleather, 2016)
Having a financial reward system is beneficial to individuals and organisation. The flaw in this system is that an individual aiming to get a financial reward may be falling short. This could result in doing things against policy to manipulate their actual performance. On the opposite side of the scale if an individual is exceeding and hitting limits then they will be in their comfort zone. There will be no drive to continue forward resulting in holding back on performance. The negative effect for the organisation is the individual may be too valuable to the organisation resulting giving up powers to retain high performance employees. (Keßels, 2021)
Even though the sole purpose an employee is to earn wages to pay their bills and afford luxuries. Non-financial benefits are becoming more frequent and needed more. Organisations have stiff competition so when it comes to employee retention, employees can easily move from one organisation to another. So an organisation being more creative and offering benefits on empathy and character. In modern times it is possible to offer flexi leave to work around family life. Overall money is just temporary whereas an act of kindness will have a longer effect. (Armstrong and Brown, 2019) The problem with these promises is that they are linked by a phsycologicle contract. Individuals may expect flexi hours but its not written in their contract. While wages and pay increases are physically contracted it shows non-financial incentives are not guaranteed. (Schlechter, Thompson and Bussin, 2015)

2. The personal development plan.
The table below is a personal development plan to help an individual in a organisation.
	Objective
	Measures taken
	Priority
	Support and development
	Review date.
	Other comments

	Motivation.
	Add rewards, benefits and praising the team.
	High.
	Team briefs at the start and end of shift to start and end on a high. Vouchers and gifts for rewards. 
	Monthly.
	This is done internally in the organisation. Motivation will drive employees and help retention.

	Team Relations.
	Get the team to know each other more.
	Medium.
	Add more atmosphere to break rooms. This could be pool tables, coffee machine also staff parties or team building events can work externally.
	Every 3 months.
	Mostly internal because you can’t force employees to socialise outside work.

	Productivity.
	Increase the output from the employee.
	High.
	Upgrade technology and software to process more efficient. Changes in working environment.
	Weekly.
	This is all done internally, and changes are needed to keep diverse.

	Growth.
	Develop employee through training and experience.
	Medium.
	Apply training on the job and externally off the job.
	6 months.
	Courses can be done in a day or take years. This will need less frequent attention.

	Creativity.
	To express new ideas more freely.
	Medium.
	Allow them to express their ideas. Invites to meetings or suggestion boxes.
	3 months.
	Even the less experienced employees can come up with great new ideas.



Supportive notes.
Motivation is key within an organisation. Full time workers spend a lot of their time working for the organisation. This can become routine and a bit tedious. Improving ways to motivate may cost time and financially but motivation can keep employees focused and results in better productivity and quality when completing task. Investing in motivation will benefit the organisation. 
The reason this is high priority is because if individuals feel like they have no reason of being in the organisation then they may look for other employment. Losing individuals is costly for organisation. When they recruit an individual, they invest time and money to get them started but when they leave this just becomes a waste of time and resources. Then the organisation has to spend more time and money for a replacement. If an unmotivated person stays, then they will not put in their full potential and do tasks with minimum effort. This will result in poor productivity and quality.
Most people go to work so they can pay their bills and buy some luxuries in life. This will make it hard to motivate them as they have no emotional attachment and, there is competition out their so, they can change jobs easily. Organisations don’t want this so using a bonus scheme will help individuals have an attachment to the organisation. Rewards will make individuals feel noticed so, then a working relationship will become more of a friendship resulting in a more emotional attachment. Having a daily briefing will give the leaders a chance to express themselves and try and inject enthusiasm in the team.
Motivation will be an internal factor in an organisation. What an individual does outside an organisation is their own business. An organisation could outsource motivational speakers but its down to the individual if they want to listen or not so, its important organisations have a direct approach. Outsourced ways are less effective as they have no connection with the organisation and the individual. The reason this should be looked at monthly is because its highly important. If it’s not reviewed enough then motivation can drop if things become repetitive so, constant changes are needed. This shouldn’t be reviewed too much such as a weekly basis because the individual may have personal issues, so the organisation needs to be a bit hands off.
Conclusion.
In reflection of performance management their must be a solid connection between the organisation and individual to progress. It is more important for an organisation to keep good relations with employees developing because employees can leave anytime resulting in the organisation wasting resources. So a well organised plan need to be included to make sure development goes in the wrong direction. With a good plan coaching can go ahead in depth to give the right training but realising breathing space is needed while the individual can learn form mistakes. Evaluation must be carried out throughout the plan to make sure the objective of the plan is met, and then making sure they are rewarded from themselves and external factors.
The personal development plan will give a good idea of a wider range of goals rather than one set piece. Using a vaguer approach, you can delegate which development in the priority. This plan also gives the individual clear instructions on how the organisation help them through their development path.
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