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INTRODUCTION

Performance management combines processes and systems aimed at improving employee job performance (Aguinis, 2019). It does not aim at improving all employee skills but focuses on the skills that would improve job performance. Performance management aligns an employee’s work to the group and organisational goals (Patricia, 2019). Performance management is different from performance appraisal – while performance appraisal focuses on the individual, performance management includes the organisation’s strategic goals (Bititci, Cocca and Ates, 2015). This paper aims to critically analyse the various models and theories surrounding performance management and its benefits to an organisation and its employees.
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           Numerous motivational theories can be used in performance management. However, managers sometimes prefer more traditional theories, which may be weakly tied to the organisation (Bourne, Melnyk and Bititci, 2018. Goal-setting theory answers questions related to performance, such as “do performance standards exist?” Control theory offers a solid foundation that can be used to assess the feedback of performance management approaches (Dr. C. Swarnalatha and T. S. Prasanna, 2011). Lastly, the social genitive theory offers different explanations that support performance management (Buchner, 2011). These three theories interact to provide a better perspective of performance management (Walker, Damanpour and Devece, 2010).

The goal-setting theory is the main theory that informs individual performance management (Buchner, 2011). It is based on the idea that one’s goals affect their actions. Although the theory is normally considered at the individual level, it is also relevant at the organisational level (Patricia, 2019). The goal-setting theory at the organisational level shows that the goals of employees, teams, and the organisation may sometimes conflict, which motivates different actions that can impact performance (André De Waal, 2013). Therefore, individual and organisational goals need to be aligned for maximum performance. It is also important to use specific goals that can be measured (Bititci, Cocca and Ates, 2015). Employee actions highlight the importance of the goal, strengthening their commitment to it.
           The control theory focuses on control techniques applied at all organisational levels (McKenna, Richardson and Manroop, 2011). It helps performance management by evaluating the output and comparing it with predefined measuring parameters (Buchner, 2011). If they do not align, the system can be adjusted appropriately. Managers must provide specific goals to employees that will help boost their performance (Dr. C. Swarnalatha and T. S. Prasanna, 2011). They should have goals that allow specific standards and direct feedback. Lack of clear feedback and adequate standards will make it difficult for employees to correct their mistakes (Aguinis, 2019). The control theory can be used by supervisors to regularly analyse their subordinates’ performance (Walker, Damanpour and Devece, 2010).

The social cognitive theory outlines three factors that influence motivation: work, thoughts, and their actions (Buchner, 2011). Strong performance needs positive self-beliefs combined with the necessary skills and abilities (Sahoo and Mishra, 2012). In an organisational context, employees who consider themselves to be capable embrace even the most challenging goals and perform above average (Bourne, 2016). More specifically, a strong sense of self-efficiency translates to higher levels of goal challenge, as one makes more efforts to pursue their goals, resilience, and perseverance (Cesário and Chambel, 2017).

Benefits of Performance Management to an Organisation

Performance management improves an organisation’s performance by bettering each employee’s actions, and ultimately, the company’s progress (Sahoo and Mishra, 2012). When appropriately used, employee mistakes will be identified and solutions developed (Bititci, Cocca and Ates, 2015). Organisations that give directives to their employees about their roles and responsibilities will be successful (Walker, Damanpour and Devece, 2010). Performance management helps identify existing problems in the company, and the organisation can solve them (Bourne, Melnyk and Bititci, 2018). The organisation can also take precautions against future challenges, ensuring a better future for the company.
           Performance ensures better productivity (Thorpe, 2015). The lack of consistent and formal reviews on employee performance makes it difficult to identify the gaps that stop the company’s employees from doing their best work (McKenna, Richardson and Manroop, 2011). The organisation does not necessarily have to hire perfect employees – those with good skillsets, experience, and work ethic that aligns with the company’s culture can be a good addition to the company (Dr. C. Swarnalatha and T. S. Prasanna, 2011). If they need motivation or lack certain training, these issues can be addressed as part of the performance management process, creating the strongest possible team for the company.  

Additionally, performance management helps the company identify and promote high performers (Hanson, Melnyk and Calantone, 2011). Performance management helps identify team members who can take on leadership positions or additional responsibilities (André De Waal, 2013). The organisation can then nurture these employees. If these employees can be promoted internally, it would save recruiting costs (Sahoo and Mishra, 2012). Employees who feel recognised and valued are likely to stay with the company. Employees may leave one job to look for another due to a lack of recognition in their present companies (Bititci, Cocca and Ates, 2015). Employees want to feel appreciated for their hard work. An organisation that makes employees feel valued will have higher retention rates, which is beneficial (Bourne, Melnyk and Bititci, 2018).
 Furthermore, performance management is cost-efficient (Yeoh, Richards and Wang, 2014). There are times when no matter how much an organisation offers its employees guidance and training, they may fail to meet their goals or excel in their positions (Aguinis, 2019). There are also times when employees fail to be a good fit for the organisation’s culture or get along with supervisors and team members (Schleicher et al., 2018). Performance management helps identify these issues and confirm that the organisation’s efforts to help improve employee performance have failed (Dr. C. Swarnalatha and T. S. Prasanna, 2011). The company can then let these employees go and save on salaries, benefits, and other expenses associated with these employees rather than spend significant amounts on unproductive employees.
Moreover, performance management provides an opportunity for exchanging feedback (Yeoh, Richards and Wang, 2014). A lack of effective communication in an organisation is a sign of trouble and may cause poor working relationships (Bourne, 2016). Often, employees do not get an opportunity to air their concerns and frustrations. Effective performance management creates a channel for all parties to exchange feedback (Cesário and Chambel, 2017). It helps the company gain insight on how it can improve the working environment while making employees feel valued since they can voice their thoughts (Gruman and Saks, 2011).
           Facebook has a performance management system that emphasises peer-to-peer feedback. During the company’s semi-annual reviews, the company uses the feedback to evaluate how well teams collaborate and understand where teamwork is or is not working (André De Waal, 2013). The company has internal software that provides real-time, continuous feedback, which helps the company and its employees solve issues before they become serious problems. The system has allowed the company to perform well and maintain its competitive stance in the technological industry.
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Benefits of Performance Management to Employees
           Performance management helps improve employee skillsets and promotion possibilities (Cesário and Chambel, 2017). Performance management helps team members since they can be trained and coached to improve their skillset (Schleicher et al., 2018). It sets them up to be successful in their positions, and it can also be a bonus when they seek new opportunities at a different organisation. It also provides promotion possibilities (Aguinis, 2019). When managers have regular conversations with their employees about their roles, responsibilities, and performance, employees get the opportunity to show the value of their contributions to the company (Bititci, Cocca and Ates, 2015). They can also express their desire to advance their careers. In return, management will often see an employees’ high performance and be more likely to promote them to more advanced positions (Gruman and Saks, 2011).
           Performance management also boosts employee engagement (Yeoh, Richards and Wang, 2014). A performance management system that truly involves employees will boost their engagement (Bourne, 2016). A disconnect between a company and its employees appears as though everyone is just going through the motions of the day, and the employees’ positions become a job instead of a career of which they are proud (Bourne, Melnyk and Bititci, 2018). However, performance management can fully engage employees and feel invested in the company. They become satisfied with their jobs and results in employee loyalty (Hanson, Melnyk and Calantone, 2011).


Additionally, performance management improves employee productivity. An engaged workforce and one that feels valued stays longer with the company actively contributes to it and delivers better results (André De Waal, 2013). Performance management creates an environment of continuous interaction between employees and management and an atmosphere of trust, support, and encouragement. It also helps improve the relationship between management and its employees (Bourne, 2016). Suppose staff members know that the organisation cares about their efforts and is committed to helping them advance their careers. In that case, it is more likely that the employees will want to engage more with the company, hence becoming more productive (Cesário and Chambel, 2017).
           Furthermore, performance management encourages employee recognition and reward. Many businesses neglect the importance of recognising, appreciating, and rewarding their employees (Aguinis, 2019). Such actions can be disastrous for the company. A survey by American Express shows that more than half of the top businesses believe that reward and recognition results in higher staff retention (Bititci, Cocca and Ates, 2015). Performance management enables companies to encourage and reward well-performing employees, making them feel valued and needed by the company (André De Waal, 2013). In return, these employees will be motivated and work harder towards achieving the company’s goals.

Employee Development Areas that Performance Management Can Address
           Communication skills are essential to any organisation. Otherwise, employees will not accomplish any of the organisation’s goals (Sahoo and Mishra, 2012). Employees should demonstrate collaboration and teamwork, interpersonal and listening skills, and empathy. Employees should also demonstrate conflict resolution, work ethic, and tactfulness (Yeoh, Richards and Wang, 2014). Team members should be tactful and diplomatic, and ethical. Sometimes doing what is morally right may ruffle some feathers, and employees should have skills to navigate these three (Gruman and Saks, 2011). Employees should also display leadership and organisational skills. Effective leaders are essential to any organisation and should handle numerous tasks and deliver them effectively (Bourne, Melnyk and Bititci, 2018). Finally, employees should display flexibility and an ability to manage stress effectively. The business environment continually changes, and employees must adapt to these shifts without breaking down or lowering their productivity (Schleicher et al., 2018).
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Performance management can be a lengthy, difficult, and hectic process. It takes long hours to evaluate a whole department, and then discussions must be held to develop solutions for employee mistakes and difficulties (Hanson, Melnyk and Calantone, 2011). Sometimes performance management can hinder employee progress as it is a stressful process, making it difficult for employees to perform their duties well (Bititci, Cocca and Ates, 2015). Employees may feel discouraged if performance management continually focuses on their mistakes and errors and overlooks their achievements. Employees may feel that they are not being valued for their hard work, reducing their motivation, engagement, and ultimately, their productivity (Bourne, 2016). Therefore, organisations need to develop performance management systems that highlight their employees’ contributions (Cesário and Chambel, 2017). If there are areas for improvement, they should highlight these development areas and provide employees with an opportunity to improve
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Conclusion
           Performance management is an essential tool for any organisation and its employees. A good performance management system allows a company to engage its employees in its goal-setting process actively and align these goals with the organisation’s targets. An organisation’s management must acknowledge the importance of performance management. It will help the organisation reduce costs associated with unproductive employees, identify and promote well-performing employees, and become more productive. The company’s employees will also become more engaged, motivated, and productive, ultimately benefiting the company. Organisations should work with their Human resource departments and develop adequate performance management systems. They may also ask their employees about what they think should be addressed. Although it may take time to put together, investing the organisation’s resources in developing an effective performance management, strategy will be worth it in the end.























Task 2

A team manager has significant responsibilities in any organisation. They are responsible for their team’s performance and ability to deliver on time. Therefore, it is important to ensure they are up to the task. The personal development plan for the team manager will focus on improving communication, productivity, flexibility, and taking a development course. The team manager should effectively communicate with team members; therefore, effective communication is essential. They must also ensure their teams are productive; else the organisation will suffer. There will also be a focus on improving their change management techniques and offering development courses to make the team manager a more effective leader.

Communication skills are an essential requirement for any team leader. Improving communication is given the highest priority since the team leader should effectively communicate with team members about what is required of them. The team manager should also communicate with the management about the team’s progress and any concerns. Improving this area depends entirely on the team manager, so it t requires internal support. Since communication is such an important tool, the timeline for measuring the area of improvement is set at a week. Failure to improve in this area would be detrimental to the company.

The second area of improvement is team productivity. All teams are required to be productive so that the organisation can succeed. Therefore, this area is also given a high priority. The team manager must demonstrate an ability to assign tasks and responsibilities to individual team members and ensure they deliver timely and effective results. External support is provided for this area since the company will allocate any resources the team may require to become more efficient. After a month, team productivity will be measured to ensure they deliver what is required.
           The third area for improvement is flexibility and change management. An effective team manager must inform the team about any changes that may occur and align their performance with the new goals. Productivity should not suffer due to small changes. It is given medium priority since it is an important area. The organisation provides external support to ensure the company does not suffer. The timeline for this is two months, which will give the team manager ample time to showcase they can handle such occurrences.
           The final area for improvement is taking a development course. The team manager needs to interact with other professionals and learn from them. It is a low priority area, so it has a four-month timeline. The organisation will provide opportunities for the team manager to attend seminars, training, and workshops related to their roles as team managers, allowing them to develop the skills required to handle their positions as leaders effectively.



	Objective/Area of Development
	Method of Improvement
	Priority
	Support and Development.
Internal/External
	Review Dates
	Other comments

	 Communication skills
	· Create a list of questions to ask during meetings.
· Paraphrase what colleagues say in a meeting. 
	High 
	Internal 
	 After a week
	Effective communication skills are a must.  

	 Team productivity
	· Assess each team member’s productivity.
· Regular status meetings to ensure team members have what they need.
	 High 
	External  
	 A month
	Productive teams will be rewarded for their efforts.  

	 Flexibility and change management
	· Frequently communicate information with teams.
· Ask for team members’ feedback and input about change
	Medium  
	External 
	 Two months
	The team manager should display the ability to handle changes.  

	Take a development course
	· Attend at least one formal training to learn from and interact with other professionals
	Low
	Internal
	Four months
	Not a necessity, but still important.
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