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Introduction
[bookmark: _Hlk136341914][bookmark: _Hlk136201892]The purpose of this task is to create a report based on the Western County Fire Brigade which had created continuous performance management in place of performance appraisals. It is believed that the performance management systems weren’t affective for the business which had constantly wasted a lot of time and had become a box-ticking exercise. The business had also replaced annual appraisals with regular one-to-one meetings which was also supported by regular feedback which contained both positive and constructive feedback. This is to be able to allow many parts of the organisation to determine the frequency and they should hold check-in conversations based on the work cycle because now the forced ranking has been abolished for the business so now the employees of Western County Fire Brigade are assessed on how well they meet the organisations goals therefore managers are also trained in order to take on board the feedback as well as giving feedback which has had a huge increase in employee engagement and the voluntary turnover reducing by 30% since the change of check-ins were introduced. Based on this information from Western County Fire Brigade a discussion on continuous performance management and why it is important will be made as well as how organisation climate changes affect performance management. Lastly, a relevant theory will be discussed to explain the importance of continuous performance and reflecting on this module a discussion will also be made on how to improve practices using what was learnt in Human Resource Management. The two theories which will be discussed and related to this report will be the expectancy valance theory and Maslow’s hierarchy of needs. Strategic management steps will be discussed within this report will include establishing a mission, conducting an analysis, analysis of internal organisation, setting specific goals, examining options to achieve goals, adopting plans to achieve goals and feedback. 
[bookmark: _Hlk136339776]1.What is continuous performance management? 
Continuous performance management is an evaluation of employees which are on a continuous basis throughout the year. This is in comparison towards an annual review and helps to measure continuous performance management as well as an employee’s performance and achievement at regular intervals. There are many companies which have managed to implement continuous performance management which are leading and global organisations including Microsoft, IBM, Accenture, and General Electric and as a result have pioneered annual appraisals and rankings. The purpose of such large organisations such as Microsoft for instance use performance management systems to create a culture which encourages the continuous improvement of individuals skills, behaviours as well as contributions within the organisation and Microsoft believes this is a key part of the relationship between staff and managers. Performance management is about creating a culture which encourages the continuous improvement of people skills, behaviours, and contributions to the organisation according to (CIPD, 2023). 
[bookmark: _Hlk136511607]Reflecting upon the Western County Fire Brigade the vision for the fire and rescue service set out focuses on three themes which are people, professionalism, and governance. The reason being is research brings to life why it is important to focus on people and this shows by supporting the workforce of the Western County Fire Brigade opens fair practices for them and brings out the best talents from the employees and it focuses also on the wellbeing of their employees which can unlock talent and create a diverse pipeline of potential future leaders. As for the Human Resource Management aspects of Western County Fire Brigade it is vital for them to use the selection process carefully to employ people who have a great talent and who are professional and have the ability to be future leaders and in order to execute this the Western County Fire Brigade is seen as a public sector profession with career development opportunities and progression pathways for their employees as a technique to keep individuals motivated in order to retain potential employees and by offering pay rises each year as a recognition towards employee performance and feedback appraisals so that employees are recognised for the hard work throughout their time with the public sector profession according to (Pathways and barriers to leadership in fire and rescue services, 2022).
Leadership styles also affect performance management and having an understanding on the different leadership styles can help to understand the impact on employee performance and this also helps to select the right style. An autocratic leader is very directive, and this type of leader is quite particular with their instructions after which they expect their team to follow in their direction with leaving no room for questioning according to (Dastane, 2021). The difference in between the leadership and management style is that the use of the term ‘leadership style’ has really become more common in the recent years which has now replaced the term ‘management style’ and this is in the work of management thinkers, so this makes the distinction of the two unclear according to ('Management and Leadership Styles', 2020).
The benefits of effective performance management strategies include highlighting training gaps, and this is to know and determine where further training is needed. Boosting employee morale and in turn, productivity and performance also become benefits and this helps to identify the right employee for promotion as well as improve the workforce planning and manage workloads and delegation which is a must for every business/organisation. The benefits of performance management also help boost employee retention and reduce employee turnover and employees have more autonomy to manage their responsibilities and these benefits relate to organisations such as the Western County Fire Brigade and even businesses who provide a completely different service/products such as Microsoft, IBM, and General Electric and these are also evident to be great styles within Human Resources Management according to (HR, 2019).
[bookmark: _Hlk136339883]1.1 The importance of continuous performance management 
The continuous performance management is in place within many workplaces within the modern-day era because it has potential to help both managers and teams to have a clear insight of what performance management is. Performance management is important because it avoids recency bias of annual reviews which directs the business focus more on the quality of the most recent work instead of the entire year itself. This makes it much easier for businesses to ensure external factors affecting performance are always remembered as well as taken into consideration. The importance of continuous performance management also helps to identify skills with gaps as well as low levels of performance within a much quicker period which allows a timely follow-up that allows a business/organisation the ability to provide necessary support within a timely manner as well as provide training where required and if needed as well as coaching and mentoring as well. The key factors which show the importance of continuous performance management which keep goals current as well as clear and focused which acts as a form of motivation which employees  become attracted to and many companies review goals each month which also help businesses perform better financially and in order to execute this properly businesses tend to involve the employees and provide a monthly percentage when they perform great every year as an incentive to obtain the best performances from employees according to (Corporate English Solutions, 2022).
Many companies use continuous performance management to assess employees and manage their performances by using performance evaluations and they can do this by using management reviews where both employees and managers receive reviews throughout the year rather than once per year and the learning benefits of this model (performance management) can decide if this is sufficient for the workplace according to (What Is Continuous Performance Management? (With Tips). 2022). Distinguishing the best practices of continuous performance management is important is also used within micro and macro businesses (big and small businesses) such as Microsoft for instance which is a macro business and Hate My Phone Ltd which is a micro-UK based business follow the same procedure to be successful. Both businesses avoid having employees to fill out static performance forms once or twice a year to await employee feedback which may never come and instead use the approach of continuous performance management to focus on engaging employees in real time as well as having one to one conversation and in the moment feedback which both businesses find important to create room for improvement where needed and provide necessary training where needed. Organisations such as the Western County Fire Brigade also follow the same procedures and this is because majority of business follow the same procedure as its proven to work within the world of work as the business is able to develop, be transparent, data driven and have speedy feedback both from management and employees, this is also a great way of HR using the same procedures for the selection process of the business to bring employees without the need of training as a strategy to keep costs low and save time for the business according to (Continuous Performance Management Strategy - Examples & Best Practices. 2022).
2. Maslow’s hierarchy of needs for HRM
Maslow’s hierarchy of needs is a theory based on motivation in psychology and this hierarchy includes five levels of motivation including human needs, physiological, safety, love and belonging as well as esteem needs and self-actualisation. Each level is a specific need which allows an individual to feel fulfilled. This theory of needs is an idea which was proposed by American Psychologist Abraham Maslow in the year 1943 where Maslow subsequently extended the idea to include his observations of human interaction. The purpose of this motivation theory is for human interaction to feel motivated to fulfil their needs in a hierarchical order which starts from the most basic towards the most advanced. The theory also explains that needs in the lower hierarchy must be satisfied before moving towards the higher level in the hierarchy and the theory is used within various fields such as organisational behaviour, developmental psychology, and education according to (CFI Team, 2020).
Maslow’s hierarchy of needs is important for Human Resource Management because this is a performance review system which is introduced to set expectations for basic needs where employees within the working environment need a baseline. Maslow’s hierarchy also uses performance notes which belong in society which use the in-the-moment notes therefore feedback allows the supervisors to show the employees where they are excelling as well as the areas in which they can make room for improvement for. Evaluations are also important which become esteem needs. Esteem needs are required in the world of work as this is to know employee expectations which require to have ongoing communication with supervisors which can enter an evaluation with strong awareness and employees can engage deeply within their roles according to (Andy, 2016).
Maslow’s hierarchy affects the performance of an employee where the lowest-level needs have not been met therefore decisions will be based on compensation, safety or even stability concerns this is the reason why it is vital that HR professionals ensure that needs to become self-actualised and recognising potential are fulfilled before others further up the pyramid. Continuous performance management is a modern and human-centred approach to promoting, improving, and evaluating employee performance so, this enables the organisation to create a trusted environment where employees feel empowered to take control of their own development.
The physiological needs within the organisation such as Microsoft for instance includes having a place to work which provides a monthly salary as well as a comfortable working environment with essential facilities which becomes a physiological need which helps the organisation grow and become more advanced and creative. As for the safety needs within Microsoft for example contain having formal contracts of employment and benefits which include a pension scheme and sick pay which are used as forms of motivation attracting potential employees and managing their performances and then being able to reward them by acknowledging their performance using positive feedback and continuing to provide a higher pay rise, being transparent, giving them recognition, career development opportunities, peer and manager relations all of which increase employee engagement, gain higher productivity, better performance, innovation, higher levels of creativity, better customer service, positive business reputation as well as lower employee turnover with great company culture and these most importantly improve manager-employee relationships within the organisation according to (Schooley, 2023).
Belongingness and love are also very important within the world of work, and this is because employees must feel a sense of pride especially about the organisation they work for as well as the role they perform. Employees should be praised and appreciated for their hard work and accomplishments because the leaders must be cautious about their own behaviours and attitudes towards team members and this the approach businesses such as Microsoft for instance are taking to meet business goals. When it comes it come to Esteem needs and self-actualisation needs moving up the pyramid we come to social needs, such as a sense of belonging and friendship, and esteem needs, such as a positive self-image, prestige, and status, before topping out with self-actualisation, which is about feeling fulfilled through growth, advancement, and creativity according to (Thomson, 2022).
2.1 How organisation climate affects continuous performance management.
Organisation climate affects continuous performance management because the lower the level of work stress, the higher the employee performance is. Organizational climate has a positive and significant effect on the employee performances, which means that the organization's climate is conducive, as a result the employee performance will increase and vice versa. Organizational climate can directly influence the employees job satisfaction as well as commitment towards their work so there is a need for study to gather how the environmental factors are associated with the job satisfaction and performance. Furthermore, the factors which are influencing the job satisfaction can also be identified and addressed. The aspects of the organizational climate which are affected are distinct autonomy, co-operation, authority structure, pattern of communication, degree of conflicts and leadership style according to (Gosain and Sinha, 2021).
There are six motives for organization climate and the motivational framework of climate includes achievement, expert influence, extension, dependency, control and affiliation and these motives are there to understand and examine the behaviour of people within an organisation. The impact of the organizational climate helps employees form a perception of the organization so this perception can influence an employee’s behaviour as well as affect the leader efficacy and higher leader efficacy which equates towards having improved employee retention, higher revenue, and customer happiness. A good organizational climate within the working environment has many elements and the most important ones include trust at all levels of leadership which is very important and the relationship between the people and the organization followed by support and recognition for their hard work as well as the suitability of the work environment towards the staff and the tasks they are performing as well. 
The differences in between organizational culture and organizational climate are both concerned towards the characteristics of an organisation but have some differences. Organizational culture is more towards the values and behaviours of employees within the company and organizational climate focuses more on the atmosphere created within the company which is based on the culture. The culture reflects the authentic image of an organization/company while the climate is reflecting on a person’s perceptions regarding the quality and characteristics of the organization. In other words, culture is more focused towards the macro version of the company and the climate is more focused on the micro image of the company. Organizational climate is important and has a creative structural dimension which is referred to the organizational structure and has an interactive dimension which focuses on how members of an organization interact with each other within the working environment and lastly, there is the perceptual dimension which focuses on how individuals perceive the climate within an organization according to (Jay, 2022).
2.2 Why organisation climate affects continuous performance management.  
Organizational climate has a positive link towards job satisfaction and commitment also, this is said because employees’ behaviour, engagement and motivation has the ability to increase productivity which can then lead to better job satisfaction from the employees to keep them motivated and this will have a huge positive impact on their organisational performance, leadership behaviour and this can have huge potential towards organisational effectiveness which can decrease problems which employees face within the workplace. Many reasons why continuous performance management is good for businesses is because it helps keep goals current and makes them clear so the business can stay focused. It is a well-known fact that teams perform better and understand what is required from them when business goals are clear and this is well managed when businesses review and assess current goals at least once per month according to (Corporate English Solutions, 2022). Managers can regularly check whether teams’ priorities have been aligned according to the strategic objectives set out by the organisation. Teams can also focus on their short-term goals which helps to clarify any uncertainties which then the team can focus on the priorities when needed. Some organisation goals can be quite dynamic and evolve quickly as well to respond to organisational and individual opportunities as well as threats. Regular performance management is relevant towards organisations who also provide hybrid working for their employees and this is very important because management may not meet everybody within their team so within this situation ensuring clear direction is absolutely necessary and essential.
Continuous performance management also provides a real-time picture of an individual’s performance, and this becomes very important because frequent team conversations as well as one-to-one discussions can give more recent and accurate overview of performances than the traditional, retrospective review which is done yearly. The reason why this affects organisation climate and continuous performance management is because it avoids recency bias of the annual reviews therefore the organisation can then focus more on the quality of the most recent work instead of the work done for the entire year. This also ensures the external factors which have had an affect on continuous performance management become remembered therefore taken into consideration also. Another reason why organisation climate affects continuous performance management is because a gap in skills is identified as well as low levels of performance quicker which allows time to follow-up with necessary support as well as training, coaching, and mentoring where required. 
Another reason why organisational climate affects continuous performance management is because many organisations tend to ignore organisational climate this is one of the reasons employees’ work engagement and effectiveness can be significantly low because organisational climate constitutes in a way where individuals within an organisation such as Microsoft and Western County Fire Brigade service for instance perceive and characterise their environment in an attitudinal and value-based way. Perceptions for example can include notions of co-operation as well as leadership support, fairness, trust, conflicts, performance standards, friendliness, and commitment according to (Rožman and Štrukelj, 2021).

3. The expectancy valance theory
The expectancy Valance theory is suggesting the motivation behind a supervisor who is completing the performance evaluation process within an organisation is dependent on the degree of the supervisor who perceives that effort towards the performance evaluation process which as a result will show an accurate performance evaluation rating which is better known as the expectancy, the degree of the supervisor’s perception that an accurate evaluation rating will produce performance evaluation effectiveness better known as instrumentation which is the value that the supervisor places on the effective performance evaluation better known as the Valance according to (Robert, 2022).
The purpose of the Expectancy Valance theory is to increase motivation and performance because managers can assess whether their employees have understood their role and what is required of them to reach the desired outcome, as a result to be able to clarify their role can be a way to ensure the staff have become aligned and understand what is required of them according to  (Team, 2022).
For example, when a manager has set out a task for an employee with producing an advertising campaign which can gain them a bonus which is a higher pay rise for instance as they wanted as a reward is the valence. Moreover, according to the Vroom’s expectancy Valance theory it has been suggested that the employee should believe that the task is achievable which will make them motivated for them to put their effort into the task so if the task can be accomplished the employee will also be keen to perform well in anticipation of the bonus which then becomes the Expectancy according to (Gaffney, 2018). Furthermore, employees should also believe in the effort they are putting in will result in them obtaining their desired outcome (instrumentality) and the reason for this is so that the organisation is able to deliver the outcomes it has promised. An organisation must bestow rewards often this is because of the hard work and effort and most importantly the trust that has gone into working towards a goal which has a positive affect on continuous performance management as there is better engagement and well performed employees which as a result becomes recognised so there is recognition there which leads to a satisfying bonus as a result according to (Channell, 2021).

[image: Vroom’s Expectancy Theory – SanzuBusinessTraining.com]
3.1 Advantages and disadvantages of the expectancy valance theory
The advantages of using the expectancy theory relates to having a connection between motivation and satisfaction. It also shows that there is expectation of a reward which can easily be related also to Maslow’s hierarchy of needs which is the theory also related towards the same concept which is motivation and even if the expectancy valance theory sets an expectation the concept is the same as they both relate to increasing motivation. The expectancy theory also relates to focusing on reward systems and achieving goals again which is like Malow’s hierarchy of needs the purpose of both theories are to keep employees motivated which get the best out of the employees when it comes to continuous performance management and this as a result increases a variety of goals being achieved for example such as productivity which helps the business to be a sustaining business. Another advantage of the expectancy theory is that it promotes an idea that the more effort that has been put in by individuals and teams should lead to increased performance which means the desired business outcomes are executed efficiently according to (Parikh, 2020).
The disadvantages of the expectancy valance theory are that there is an assumption where effort and performance will have a result in the desired reward which can cause a disadvantage for an organisation. Secondly, the theory would not account for factors such as the employee’s learning as well as workload capacity. If the task is not achievable this will result in the reward not being delivered and the outcome will not hold any value that is enough for the employees to lose motivation. Furthermore, the rewards are not necessarily associated with performance and in some organisations the reward systems are solely based on the job skills and education instead of continuous performance management. It is very difficult to quantify the value of rewards, performance, and effort therefore the expectancy theory is not always highly accurate due to this. Lastly, this theory won’t be able to work and be put in practice without a manager participating. The theory has the assumption that all components are already known but, leaders should make the effort to gather what their employees value as a reward. They should also assess employees’ capabilities to ensure all the correct resources are available which some businesses do not and becomes a huge weakness as employees cannot complete a task without the correct resources. Managers must also keep their word and the employees must be motivated and earn the trust of the manage which can take a lot of time in some instances for the employees to believe and trust that they will get the promised reward according to (Channell, 2021).
4. How practices can be improved for HRM 
Practices for HRM can be improved by using the Gibbs reflective cycle and this is said because it offers a framework for examining experiences. This allows teams and individuals especially within the HRM sector to learn and plan from experiences which had gone well and experiences that didn’t go well. This then allows the reflective practice to take its part in HR because it allows you to think about your actions and experiences as well as learning from them by measuring them and thinking about the best possible solution moving forward. This also allows an individual and the organisation recognise their strengths and weaknesses to use as a guideline for on-going learning and by reflection this will allow HR to develop skills in a self-directed learning method which can also improve motivation and improve the quality of care which you are able to provide being apart of HR. 
This is the reason why the Gibbs reflective cycle is one of the most famous cyclical models based on reflection which led through six major stages which create an explore an experience using description, feelings, analysis, conclusion, action planning and evaluation. When you relate this to HR practices it is important to use this in accurate stages by using description first by examining what had happened. Next you would use feelings which explains your emotions and what you were feeling and thinking at that present moment. Furthermore, as a HR team member you would then evaluate which explains what was good and bad about the experience as well as the things that went good and bad. Moreover, you would then continue analyse what sense you can make out of the situation that occurred followed by a conclusion as to what better could have been done to prevent the situation from happening. Lastly, an action plan is necessary because if the problem had arisen again, you would be able to determine what to do as you would have the experience from the last time it happened to reach an accurate decision to prevent such problems to occur again. This is also where the 4 steps of reflective practice fall into play because you can look back at a situation that previously occurred and then can think in depth about that experience or thought which can then lead you to describe accurately what you had learnt from that situation and the plan of action that was put in place in order to rectify that mistake using accurate problem-solving and decision-making techniques to prevent this happening again in the future.

Conclusion
Continuous performance management is very important for businesses/organisations because through these managers (HR) and employees set goals out collaboratively and regularly assess necessary goals as well as required outcomes through frequent and informal check-ins. This helps to ensure positive approaches that handle challenges as they come up and provide more real-time feedback which is very important. Using relevant theories such as Maslow’s hierarchy of needs and the expectancy Valance theory help both HR and continuous performance management as they are motivational techniques used to motivate potential employees and then create recognition for their hard work in order to then reward them with bonuses such as a higher pay rise for instance which for the organisation is also a bonus and the reason to this is for example using a higher pay rise bonus scheme for an employee will increase the level of productivity from that individual which also creates a much more sustaining and competitive business as the employees are motivated to work at their very best level which will then generate a business more income increasing their profit margin for instance so this is why motivational factors such as Maslow’s hierarchy and the expectancy theory are very important towards all aspects of business. 
Furthermore organisational climate is another important aspect of business and does have the ability to affect both HR and continuous performance management and this is why HR practices can and should be improved because this helps to create an experience and use the experience where it is necessary to determine what could potentially be going wrong with the business and if the business is moving towards the right direction and this is why the steps of reflective practice should be considered as it gives an overview of past experiences and situations as a learning curve to prevent such problems occurring in the future and improve potential problem-solving and decision making techniques.
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