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[bookmark: _Toc71663183][bookmark: _Toc71664669]INTRODUCTION

This report has been assembled to demonstrate and critically analyse, Performance Management involved and the additional value it adds to organisational wealth.
Human Resource Management (HRM), its contribution, 
What are the concerns of employees and the organisation? And how can they be identified and aligned to meet the business objectives?
What are the practices and models used for performance management? And how do they support and lead on to high-performance behaviours to create a real competitive advantage? 
The report will analyse what drives performance in the organisation and the benefits of employee engagement and involvement, using different measures such as goal setting and appraisals, feedback, and how the data is managed to measure gaps in the strategy.
 A rewards and recognition package to motivate employees and build employee engagement. The report will use primary data, as well as secondary data to draw comparisons and analyse effectiveness.
The report will focus on a case study from a Human Resource Consultant’s perspective who has been outsourced from a United Kingdom (UK) top consulting firm that offers solutions that surround the organisation and employee performance in the retail sector.
The organisation, SainCo has been a long-established retail organisation of 2000 employees over various locations.  This is a  family-run autocratic management style; however, a very traditional business that needs to move away from an ‘absolute power’ style of management, in-order-to, become more competitive in today’s retail market.
The Chief Executive Officer (CEO) of SainCo, is aware that change is needed and wants to implement change to reflect the organisation's goal with a new performance management approach and behaviours.
The first task is to compile a well-structured plan for a performance approach; this report will draw from primary data in addition to secondary data to identify a more compelling approach and will highlight ways to implement the new culture and ways of working.
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[bookmark: _Toc71663186][bookmark: _Toc71664672]PERFORMANCE MANAGEMENT – WHAT IS IT? And WHAT IS INVOLVED?

Performance management is an approach to deliver strategically planned objectives to improve the success of an organisation and, in addition, improve the performance of the people who work for the organisation.  This is executed by developing individual and team capabilities. That leads to giving an organisation a competitive advantage. (Armstrong, 2012)
According to (CIPD, 2019)  to suppose people are the most valuable asset to a company, good performance management is essential for success. Understanding what the company offers them is paramount to achieve set goals—being managed and injecting motivation by having the skills, support, resources, and being held accountable.
SainCo is a traditionally run organisation, with an Autocratic management style that puts constraints on employee involvement.  Change is essential to adapt to the current external environment by looking internally.  Performance management would be beneficial to SainCo, and this involves: according to (Blanchard p. 6), employers must find ways to retain their best people. (Blanchard, 2010, p. 6) says; workers generally want more money; however, this is not always the case; employees pursue opportunities where they feel rewarded and valued an opportunity to develop new skills and advance, including the belief they can make a difference.  
[bookmark: _Toc71663187][bookmark: _Toc71664673]KEY POINTS of FOCUS IN PRESENTATION 

In regards to SainCo, the key points are; 
· It is a family-run business, and as previously mentioned, an autocratic management style has suited them in the past, where all the decisions were implemented within the family.
· Adopting a new modern, contemporary style,  of management approach that will align the organisation with the current business environment.  Why? That will give  SainCo a competitive advantage in the retail sector.
· SainCo, is managing ten different locations.
· The current business environment, and the organisation's goals.




[bookmark: _Toc71663188][bookmark: _Toc71664674]INTERNAL and EXTERNAL CHANGES

 Reflecting on the points of concern for SainCo, for the organisation to transition into the current working environment and find its competitive edge, the company has to unlearn old mental models and behaviours.    
It is up to management to seriously question and then challenge different ways of thinking that may have worked in the past to fashion a learning organisation.  For example, the management model of the past where control, organising, and planning could be substituted for one with values, empowerment, and vision.
(Byham, 2000, p. 125) focuses on growing our leaders after pinpointing where developmental needs are highlighted and processes put into place.  Assessing all the potential gaps allows the organisation to validate the potential and the different kinds of talent the employee is displaying. Targeting development is crucial to help understand an individual's competencies. 
Using a Placement Decision Guide, this critical data helps the organisation to decide where the individual would be best placed. (Byham) in regards to SainCo, this will mean investigating the ten locations to create a smooth transition from one silo to another.
(Cummings & Worley, 2013) for organisations, to survive in times of recession is challenging.  Businesses face the local and global market, in which there are fierce competitors, politically,  economically. Also, culturally, locations are variable and have a habit of unpredictable change, along with different types of competitive advantage for example, product, technical superiority in resources can erode quickly as can a company's store of humanoid knowledge and wealth.

 Internally,  To analyse a company's starting point when change needs to be implemented and projects for environmental, economic, and social impact (Institute, 2004), it is important to start with tools to analyse the internal and external environment using the PESTLE and SWOT analysis business tools.  The PESTLE is a mnemonic (ANALYSIS, n.d.), the report will denote each letter to align with SainCo and the impact of external activities: 
Political: The political situation in the (UK) has affected the retail industry, due to the impact of the Covid-19 pandemic.  This has led to shops closures and people reaching for online shopping.  Brexit has not helped as this was an issue before the pandemic.

Before the pandemic, the retail industry was experiencing a phase of major change, as customers became more value-conscious and selective.  The advances in technology have opened up fast-changing and complex sales channels that are more diverse.
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Clothing is not an important part of the household budget, this has been echoed in recent statements made by high street fashion chains. 
The condition of the retail market has remained “challenging and very competitive” with new entrants in the online market.  (News, 2017)

For the reasons stated above SainCo, need to respond to the current business environment. (Kotter, 1996) The problem is change is happening at an alarming rate and there are no signs of it slowing down.  The Government plays a key role in the economy at various levels  local and national  and the actions that are enforced,  affect both the supply and demand  (Worthing & Britton, 2006, p. 7)
The implications of Political and Economic factors for SainCo, associated with the current retail economy, would suggest, incorporating a retail business strategy model to drive change and outline their long-term and short-term goals.  However, (Kotter, 1996) argues, the ways and means managers use to modify their business into robust competitors, for example, re-engineering, restructuring, cultural change, and reversals regularly fall short (Kotter) remarks for the reason that they are incapable of altering behaviours. 
Social/Technology – A notion that human capital can determine economic growth has prompted research on the result of the cultural impact on performance.  (Baumann & Hamin, 2011)
Al-be-it an abstract view (Sheth, 2020),  evokes the belief that - buying habits have changed and consumers have learned to improvise and they developed new habits.  Old habits will seemingly be modified by new regulations and procedures.  New habits are emerging with advances in technology, which leads to changing the statistical characteristics of consumer demographics and innovative ways.  Consumers have distorted the boundaries with work, education, and learning as coping mechanisms.  
Legal – SainCo must follow government rules and regulations.  SainCo’s CEO (Chief Executive Officer) approached a leading consulting firm to advise her on a new performance management approach in line with the current business environment and the organisation’s vision and goal.
SEE APPENDIX 1. PESTLE ANALYSIS

SWOT Analysis – This tool will support SainCo’s directive in moving forward with the help of resources.  (Valentin, 2001)  Resource-Based Swot analysis improves inadequacies of traditional Swot analysis, by keeping checklists and not eliminating them, keep the focus on systematic informal issues that afford more reliable, perceptive, and insights that are actionable.  It is centered in contemporary strategic marketing and management theory.
(Valentin, 2001) Reliable guidelines are needed for assessing the probability of whether a strategy is influential, a customer base is smart,  competitive arrivals are looming hence (Schoemaker, 1990).
 
SainCo, require assistance to enhance individual performance, with robust (HR) human resource discipline.
SEE APPENDIX 2. SWOT ANALYSIS
[bookmark: _Toc71663190][bookmark: _Toc71664676]CHANGING BEHAVIOURS

Kurt Lewin’s Change Model is a possible starting point for SainCo.  The company has a long-standing reputation as a family-run business, the Autocratic Management Style is what the company has used for just as long as it’s been established.  Autocratic Management Style. 
(Khan, et al., 2015) leadership is a personal relationship wherein one person coordinates, directs supervises others in the performance of a common goal.  Autocratic Leadership is a classical approach.  The manager holds all the power, there is no evidence of employee engagement, they do not have the opportunity of input.
To implement change it is important to understand why people are resistant to change.  Looking at various reasons why people resist change in the workplace (Kinicki & Fugate, 2012) this report will focus on the supposition of some of these reasons aligning with SainCo.  Disruption of cultural traditions and or group relationships, Leadership Style, An individual's predisposition towards change, Past success.
[bookmark: _Toc71663191][bookmark: _Toc71664677]SYSTEMS and STRATEGIES

Systems are a blueprint of how to do something
The report will look to align a Performance Management System to SainCo’s long-term and short-term goal strategy.  
Lewins Change Model: UNFREEZING – Focus, is to develop the motivation to change.
· Creating the motivation to change.  Start by negating the usefulness of current behaviours or attitudes.  
CHANGING – To provide employees with; new behaovioural models, new procedures or processes, new technology, new equipment, new technology, getting the job done in new ways, and new information.
· Change can be targeted at growth or improvement, or focus on problem-solving, for example, low productivity or poor customer service.
REFREEZING – Change,  becomes stable by supporting employees to assimilate the changed behaviours or attitudes into the new normal.
· Providing employees with the chance to display new behaviours which are reinforced. (Kinicki & Fugate, 2012)
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(Kinicki & Fugate) forces of change are activated with factors that originate externally and in addition, forces can affect factors that originate inside the organisation.  (Kinicki & Fugate, 2012)
Looking at the current situation the external forces that have driven change, Covid -19 pandemic, has contributed to the recession.  There are two ways to source the systems model:
·  Assists during the strategic planning process.  

· The Sytems Model can be used as a diagnostic framework to outline the causes of organisational problems and to propose solutions. (Kinicki & Fugate, 2012)

MISSION STATEMENT – Embodies the reason why an organisation exists.
VISION – The long-term goal, that defines what an organisation would like to become.

STRATEGIC PLAN -  Outlines the long-term direction of an organisation and the necessary actions to achieve strategic results.
TARGET ELEMENTS OF CHANGE – The components that may be changed in an organisation.  
 SCALEABLE SYSTEMS – In Managing Performance 
First, a business would have to look at the current environment from a, managing performance and strategic management perspective, combined with decision-making.
· Combined with, having processes that lead to sustainable workflows.
THE BALANCE SCORECARD (BSC) - (Craig & Moores, 2005) many initiatives claim to increase performance, whether it is financial or non-financial, it needs to be supported by an objective measurement tool.  Two subjects dominate infiltrate the family business literature.  The first point establishes that family business chiefly practices, Values-Based Management.  These are quite often the values of the founder (Klein).  The second subject suggests; to grow and progress family, businesses must professionalise their management.  
From a professional aspect, it is feasible and within the context of managing a family business that, these values will help in certifying their strategic differentiation (Carlock & Ward, 2001).

 
AMBITION TO ACTION (Bogsnes, 2019 ) is a management model created by (Bogsnes) It contributes to a contemporary management approach.
It is an amalgam of the Balance-Score Card (BSC) and Beyond Budgeting, Bogsnes, has said “I have a very ambivalent view on, the (BSC) too often that is used to reinforce traditional management, centralise and control micro-management. We are trying to do this in a different way.” 
There are three purposes to this Ambition To Action Model;
· Translating Strategy
· Securing Agility/Flexibility
· To Activate
Translating strategy into Strategic Objectives.  What does success look like? 
This is a performance framework, that runs seamlessly and integrated from strategy, by-way-of finance to Human Resource (HR)  it will also focus on how things are measured 
Creating alignment through all departments.  Translation and transparency as a central mechanism and one of learning, the organisations' culture are open and accessible for all employees.  Self-regulating process, where employees can access information, for measurement, for example, key performance indicators (KPI’s).  Building on people's strengths. (Bogsnes, 2019 )

(Russell-Jones, 2005) strategy is the skill of directing a cause.  Some strategic terminology is vision, customer value proposition, stakeholders, and critical success factors. 
Strategic focus, businesses exist for various reasons and this drives the organisational culture and, their ethos.  Depending on the vision, organisations will have dissimilar tactics stakeholders, and methods.  
[bookmark: _Toc71663193][bookmark: _Toc71664679]APPRAISALS and DESIGN

What Are Appraisals? (Craig, 2004) states it is not something that is practiced by a few newcomers. 
They are designed to give feedback to employees.  
The purpose of appraisals is to support performance management strategies.  There are different types of Performance Appraisals Systems; 
Trait Systems – Evaluate employees on the quality of their work and dependability, there are some limitations, for example, traits that characterise predispositions for behaviour and not behaviour itself.  
Comparison Systems – Evaluate an employee's performance against another.
· Employee ranking from best to poor.  Forced distribution: Stacked rating Systems
· Paired comparison; variation of ranking system.
 Behavioural Systems – This system rates to the extent of how well you show job performance behaviours.
There are three types; 	Critical Incident Technique (CIT) 

· Behaviourally Anchored Rating Scales (BARS)
· Behavioural Observation Scale (BOS)

Results-Based Systems – Focuses on measuring outcomes in particular; productivity, accident rates, and productivity.
[bookmark: _Toc71663194][bookmark: _Toc71664680]EMPLOYEE ENGAGEMENT

(Harvard, 2013)  Employee engagement has been a focus in business for organisations and senior executives, concerning the fast growth of the economy, leaders acknowledge that having a high-performance workforce is a vital part of survival and growth. It identifies that an effective workforce can escalate productivity, endurance while lowering costs that relate to hiring, firing, and retention in competitive talent markets.
While executives see a clear need to improve Employee Engagement (EE), many have not developed tangible ways in measuring and tackling this goal.  A few companies have gained a competitive advantage by establishing practices and metrics to improve and quantify the impact of their engagement strategy initiatives on an overall performance basis.  (Harvard)
[bookmark: _Toc71663195][bookmark: _Toc71664681]PRIMARY DATA ANALYSIS
This report will review two examples of primary appraisal forms, that were used in two major organisations of the tourist industry.   See Appendix 3., and Appendix 4.,
Performance review 3. Appraisals were done twice a year, this form reflects traditional methods of appraisal structure that organisations have followed in the past.  To update its effectiveness and employee engagement, Reward and Recognition were added to the appraisal system as a result of employee feedback.  
The reward package here is an example of some of the statements that supported, implemented, and maintained employee engagement:
‘We recognise it takes a team of 5 Star performers to ensure we are globally recognised as a 5 Star experience. We want our team to feel rewarded for delivering a 5 Star service.  
‘Understanding your pay Base Salary - we strive to pay above the industry norm as we recognise we have to pay for the best. Special Rewards & Recognition Sometimes a member of the team will go the extra mile for a guest or colleague. We think this should be recognised and rewarded on the spot. This will be in the form of vouchers or free tickets for an experience.’


[bookmark: _Toc71663196][bookmark: _Toc71664682]CONT: REWARD and RECOGNITION

Performance review 3. Created and implemented a system to recognise and solidify employee relations that also reinforced the directors were listening:
‘If you are an over-performer who goes above and beyond we would like to recognise you as a Brand Champion. You will be offered the opportunity to represent - Award Ceremonies, Industry Events, and Networking opportunities. In addition, our Brand Champions will lead the way internally being involved in training initiatives and presentations.’
‘We would love to hear about the outstanding service our guests and the team experience. We want to know when something makes people go WOW! Guests and colleagues will have the opportunity to nominate a WOW moment to ensure those involved get the recognition they deserve. Monthly WOW awards will be announced in The View. A WOW award winner will receive a certificate of recognition and £50 of vouchers to use in a wide variety of high street stores.’
Elements of Maslow’s Theory – Maslow's (1954) classification of basic needs that fall into five categories, Physiological, Safety and Security, Esteem, Belonging, and Self actualisation. (Lester, 2013) could have lent itself in the primary data framework for performance review 3.
See Appendix 4.  
In this example of a performance management review 4, there are quantitative elements to support the structure.  Each section is divided into five sections in which an employee may ‘fit’ the ratings signify levels of achievement: 
OUTSTANDING – 96-100%
EXCEPTIONAL PERFORMER  - 88-95%
FULLY EFFECTIVE  - 76-85%
IMPROVING – 66-75%
UNACCEPTABLE -  -65%
Acquired Needs Theory – (McClelland) a process that employees are motivated by, their needs for achievement, power, and affiliation. (McClelland & University, 1965)
This theory may have lent itself to performance management review 4., with traditional traits, The possibility remains.
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[bookmark: _Toc71663199][bookmark: _Toc71664685]ACTION PROJECT

INTRODUCTION
This report puts forward an initial proposal for a Business Strategy and Reward Programme for SaniCo Retail Co.  It will focus on the need for combined initiative and refer to the latest research as to what motivates people.  It will include a list of possible benefits which may have the necessary elements to make a Reward Programme that will be put forward.  Implementation, Branding, and proposing outcomes that will measure the effectiveness of the initiative will also be discussed. The report will then conclude with recommendations of initial steps before considering the implementation of such an initiative.
The  need for a Reward, Recognition & Alignment Programme
 
SainCo is a traditional business with traditional values.  The employees, who were once running on adrenalin and the desire to become a leader in the retail sector has faded.  Customer satisfaction levels are still high however the level of service being delivered has deteriorated., due to external factors.  It is important to recognise that to reignite employees in the organisation to provide a consistently effective day-to-day plan, the organisation needs to actively involve its employees more in the business.  This will help ensure that the employees are aligned to the organisational values and goals to ensure every customer experiences a top-quality all-around service.
 
There are many viewpoints reward programmes are the way forward in motivating employees to make improvements in their individual service delivery.  However modern research undertaken by Dan Pink (Pink, n.d.) indicates that people are driven to performing well because whatever they are excelling in matters.  Rewards narrow the focus and concentrate the mind, which for simple tasks may be ok, but once a task calls for “even rudimentary cognitive skill” a larger reward led to poorer performance. https://www.danpink.com/   
 
Based upon this new approach to motivating people is proposed that if Rewards are considered they are included to complement a Recognition & Alignment Programme.
 
Employee recognition helps companies align employees to business objectives by reinforcing behaviours tied to corporate vision and results.  It also solidifies an employee's emotional connection with their company making them more engaged.
 
Recognition is a catalyst for engagement and alignment.  These are the three ingredients for driving business success day after day according to “The Ultimate Guide to Employee Recognition 2014”.  (Anon., n.d.)This is because engaged, aligned and recognised employees will work harder to satisfy customers and, in doing so, create greater shareholder value.
 
Otherwise known as The Service-Profit Chain, employee engagement and customer loyalty are inextricably linked.  Strong employee alignment requires all employees to get the bigger picture.  For their jobs to feel valuable, employees need to understand how they directly impact the businesses 
Recognising employees for consistently living up to the core values helps to connect them with the bigger picture and purpose and reinforces the right type of behaviour for Employees must understand that behaviours are measured and the reasons for measuring them.
Jean-Pascal Tricoire, president and CEO of Schneider Electric SA, France said “People need a sense of purpose.  Gross margins are not the stuff of which dreams are made.  And even without going so far as to talk of dreams, you cannot inspire people to take action, create or motivate without instilling a sense of purpose, especially when times are difficult.”

There are three components that SainCo will focus on Implementation, Recognition, Rewards, and Alignment, known as the (IRRA) PROGRAMME this programme will be underpinned by the following elements. 
Training – Employee Specific
Learning and Development – Focusing on Individual learning Styles
Outsourcing Coaching – Cost-Effective
Measuring Success – Flexible in line with constraints 
An open communication strategy that will link all the ten locations together to communicate faster and effectively.  The possibility of combining locations and departments into the concept they call, ‘Tribal Map’ this group's skills into inferred skills and explicit skills.  Cluster skills into similar work, demanding similar skills.

Recommendations
 
It is recommended that before this initiative can further be developed, the management team should determine what exactly a top customer service looks like at SainCo and what are the key competencies they believe are needed in the organisation to deliver this suggested level of service.  Once this has been established and the possible benefits outlined there can be a revision and then looked at in more detail to see how it can be used to create a new more contemporary culture within SainCo that brands the company as more customer-focused in addition to driving people to be motivated as they feel that their role has value as opposed to being paid for good behaviour.

CUSTOMER-CENTRIC HR STRATEGY
For SainCo, to transition into a new style of leadership, the first skill is,  challenging assumed constraints (Blanchard, 2010) and, this means “An assumed constraint is a belief based on past experience, that limits current and future experiences”
(Blanchard, pp. 96-97) goes on to say; the second is to celebrate the points of your power. The third skill is to, pool resources for success.  This is where ‘self-leaders’ take resourcefulness to develop direction and the support needed to accomplish their goals.

(Fox, 2013) SainCo’s new (HR) model is Customer-Centric HR – Now,  when (HR) professionals mention customers, they are referring to, employees within the organisation.  A new shrewd set of (HR) executives are currently, now working with external customers to create and inform of best practices that centre on rewards, training, and retaining employees.
The Coaching package suggested for SainCo is The GROW model, 
Goal setting: this is where SainCo, can use this tool to set and define short and long-term goals.
Reality: exploring the current situation –  It is ununpredictable and everchanging in the retail sector.
Options: Identifying and evaluating different action strategies – In light of the current pandemic, an option for SainCo, to utilise the younger members of the organisation to manage the worldwide market should restrictions be implemented at short notice, by the Government. 
Will:  what will you do by when? Managing your time – using time management effectively.
[bookmark: _Toc71663201][bookmark: _Toc71664686]Establishing a culture of sustainability, in the workplace, proposes using the Hofstede theory as a starting point, and also to view how it works for organisations.  What is sustainable culture? (Hewett, 2010) debated, everyone is buying into the language of sustainability, it means different things for different people.  This report, it is taking into account, training, and development, to provide peak performance.  Corporate Social Sustainability, (CSR) Being accountable for the actions of your organisation.  Operate in ways that contribute to society improving the environment socially and ethically.  For Sainco, recycling old stock and supporting charities that can benefit from the organisation, electric vehicles for the warehouses, and to travel between the different locations.

[bookmark: _Toc71664687]FINDINGS
It was found to be a useful exercise in making changes to SainCo’s organisation.  
SainCo recognised the gaps in their management structure, where change was needed that would propel them into a dominant place in the retail market.
(Needle, 2004) Organisational culture embraces merit and worth, how a person performs, the demeanor of oneself as part of a workforce environment. Certain behaviours and values provide a distinction and functionality of cerebral, passion, and social perceptions on businesses, of a larger scale.   A business, in its entirety, draws people together to shape a larger workforce. 
Organisations all have a similar direction, for it to be effective,  it must work as a shared vision, and it also draws from a noticeable connection with the external environment. (Needle, 2004)
A public survey, Deloitte that was conducted recently, shows more than half the executives questioned (58%) believe that their current performance management approach neither drives employee engagement nor increases performance.  (Buckingham & Goodall, 2015)

[bookmark: _Toc71664688][bookmark: _GoBack]CONCLUSION

Performance Management is a “behaviour that accomplishes results” Armstrong (2014, p334).
Performance Management, relates to haow people are managed, it is not a system.
  The concept of spiral time allows patterns of short and long-term to be found within the model.  The short term depicts a ‘single twist’ of a longer spiral term.  Therefore travelling through it shows the historical continuities may assist in defining, however, they do not determine contemporary developments
Coaching is a key competency for leaders, the development of new leaders is now more vital.  Coaching is recognised more and more as one of the most important of key competencies, they effectively cultivate future leaders.  (Byham, 2000)
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APPENDIX 2. SWOT ANALYSIS FOR SainCo

	STRENGTHS
	WEAKNESSES

	Believing the customer comes first
	Adapting to Change

	Family-run business
	Time Management

	 Trustworthy
	Setting too many daily tasks

	Identifying Gaps
	Self-Doubt in personal abilities

	
	Taking ownership

	
	 Performance Management Model  - To embrace modern Concepts and Techniques

	
	 

	 
	

	 
	

	OPPORTUNITIES
	THREATS

	Training
	Brexit

	Prioritising workload
	Balancing work and home life

	Making use of external Sources- HR Consultancy, Performance Management
	Covid Pandemic 

	Able to work on different projects to improve organisation
	Consumer Habits – spending trends – Disposable Income
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	
	‘stand out                                                                                                           A

	
	in the ‘top 10+’ staff                                                                                       

	
	demonstrate exceptional performance

	
	go well beyond what is expected of them

	
	contribute in a tangible way to raising the performance of the business 

	
	exceed expectations

	
	provide inspirational leadership to others in the business

	
	sought out to act as a coach/mentor and/or role model for others

	
	exceed expectations                                                                                        B

	
	bring added value to the role through knowledge, experience, and the right behaviours

	
	continue to develop both personally and professionally

	
	within the achievement of objectives the individual is likely to have demonstrated
other key skills such as excellent communication (both written and verbal), 
interpersonal skills, influence with others, leadership

	
	these people are the ‘rising stars’ and should be set challenges to continue their development within the business

	
	operating at the required level within their role                                                C

	
	doing what is required of them

	
	working hard

	
	always upholds Company values/ Pillars of Success

	
	further potential to develop and to exceed expectations

	
	plan to work on that potential

	
	consider using a coach/mentor

	
	spend regular time discussing performance and how to succeed

	
	challenging objectives may help to test the potential of the individual to excel 

	
	effective, but with room for improvement                                                           D

	
	requires support to improve performance

	
	objectives are designed to improve performance

	
	consider the use of a mentor

	
	spend regular time discussing performance and how to succeed

	
	performance problems already identified                                                           E

	
	proactive management of the issues

	
	clear performance expectations set out

	
	required support provided
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