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1.0 Introduction 
The purpose of this Essay is to evaluate and understand the implementations Performance Management has in an Organisation, throughout this essay will emphasise the importance of performance Management within organisation by referring to articles to critically assess some of the organisations practises that they adopt.
Within my findings this essay will include the process and reviewing organisations Performance and conduct a performance review, this will enable me to identify different approaches and methods of performance, reviewing articles will enable me to conduct a thorough research which evaluates appropriate methods that need to be adopted. 
Performance management can often be a difficult process for a manager within organisations, but It is an unavoidable part of any organisation process. To take into consideration the effort that must be applied to define performance management relies on a system to process and analyse the needs which are often different for different people.   
To understand the wider aspect towards performance Management this essay will demonstrate that the needs are different for different people, preparing a PDP will be able to identify individuals’ requirements and help those employees to grow within their career to achieve the organisations goals.

2.0 Body 

2.1 Performance Management Process 
The Performance Management strategies and aims is to manage the activities towards transforming the way a business operates, transforming an organisation to recognise the way they run their business is focused on creating a very high performing team to ensure the business is operating with fair workplace policies, organisation’s main objective is to build an inspiring and rewarding workplace where talented people can work to the best of their ability to ensure they meet the customer’s needs. London (2009) In the modern workplace environment sees a shift in HR performance Appraisal towards performance management, this indicates that communication between managers and employees is key to success. Armstrong (2007) introducing systematic process within organisation performance by developing  individuals and teams contributes towards meeting the overall business needs, in order to define performance management  means having the ability to plan performances to achieve the organisations goal, reviewing assessing progress, and developing knowledge with the right set of skills to improve people’s workplace outcomes. 
Armstrong (2004) Michael Armstrong verified how performance management values can visualise performances that are necessary practises to increase the people’s skills, this creates higher levels of satisfactory and outcomes when employees understand the organisations goals and aims. Armstrong and Baron (2004) below will outline the keys to successful performance management.
· Direct and clear guidelines about what is meant by performance outlines and overall perceptive to understand.
· Understanding the organisation level of status and needs in the performance culture.
· Monitoring individual employees will have an effective role within the performance process.

2.2 Performance Management at Microsoft UK 
The performance management system approach at Microsoft UK is to ensure that their business goals is meet by the employees. Kourtit (2013) Implementing strong performance management within the organisation aims to ensure management knows the advantages that need to be expected, but the system can only be effective as the managers who apply and implement it.
https://www.microsoft.com. Empowering Performance Management at Microsoft are committed to strive towards a respectful, diverse work environment this approach encourages employees to become more productive to create better products and services which enables them to achieve better outcomes towards their performance.
Dresner (2007 ) Performance management is a consistent process to improve workplace strategies and training of individuals and teams, there are many training models that can frame and structure a great workplace structure, Microsoft take into consideration practical training to improve their employee’s performance in return this improves employees success within the organisations 

2.3 Skills and Training Process at Microsoft 
Microsoft UK recognizes the direction they need to move towards in order to develop opportunities with their colleagues, I have identified that Microsoft main focus reflects on managers capabilities towards changing business strategies that will meet the companies needs and expectations, to ensure customers are happy with the service and products rely on a workforce at Microsoft UK,
Blanchard (2021) leadership styles can be effective with the right methods of training which enhances a more consistent colleague experience, Microsoft Teams recognizes methods and training will enable the right set of skills to deliver an engaging learning experiences for their colleagues. Below will outline the range of learning and development opportunities which include:

· Personalized, integrated, and relevant views of all learning opportunities on Microsoft learning and Linkedln learning.

· In – the – classroom learning and sharing with learner boards. 

· On – the – job training opportunities for better outcomes towards employee’s achievements.

· Frequent promotion opportunities.

· Coaching on career development through ongoing managers connections.

· Customized manager training to enhance coaching and mentoring skills.

· New employees positioning covering a range of topics including the company’s values, culture and standards of business conduct.


2.4 Performance Management Outcomes 
[bookmark: _Hlk89557295]Armatas (2021) Clarified the increases and threats which other companies are taking a share and leading role in the market which was once dominated for decades by Microsoft, the threat has had an impact on the company’s employee performance, since the begging of the pandemic people have emerged digitally, the space in the tech work was once Microsoft’s platform, new networks have emerged with competing digital features. This meant Microsoft applied a performance review solution in order to boast performances to improve innovation to enhance the success of employee’s performance. https://www.fitzgeraldhr.co.uk. Within my further research identified Microsoft have been practicing false performance management practices, further research raised concerns on the effects which have been identified to be extreme causing grievance which are presented in the company inexact ideal performance levels. Frequent performance reviews have a greater control for managers to implement fixed percentages of their team’s performances, one blogger reported that managers where able to categories some of the employees as under-performer’s, even though that wasn’t the case. The problem with the forced ranking system identified a biased process of determining false performance appraisals. 

2.5 Performance Management at Marks & Spencer Appraisal. 
At Marks & Spencer performance management is about developing the very best employee’s from across the globe, the process at Marks & Spencer clarified their approach on how they mainly focus on the planning, monitoring and controlling activities of their employees, this approach is designed to ensure their performance is efficiently and effectivity to ensure employees meets the needs within the organisation. 
Performance management at M&S provides performance appraisals, they often recognise the commitment and effort being conducted within their workforce, M&S have a strategic approach towards encouraging their staff and often praise them when they are doing well and in return staff receive rewards for their excellent performance and efforts. 
M&S approach towards motivational theories have a great impact on employee performances with their staff. 
Kopelman (2008) stated that managers can generalize the people that work for them, applying different categorises between theory X and theory Y allows them to manage the organisation using the most suitable management style. 

[image: ]

2.6 Performance Management Process 

Neher (1991) Maslow’s theory has had the most successful impact on the organisation, M&S has implemented the Maslow theory to help employees achieve their goals which has proven to encourage them towards a successful career. 
M&S aim between 2017 and 2025 offered 25,000 Marks & Starts work placement around the world, the skills and employment has given the opportunities to people from disadvantaged parts of the community. 
http://jobs.marksandspencer.com career programmes are designed to give technical skills, commercial intelligence and real business experience that employee will need to expand in their field of work, the programme will allow people to emerge towards the world’s digital retailer. 

2.7 M&S Skills and Training Process 

https://jobs.marksandspencer.com. Career development and training programmes at M&S provide a supporting programme which is in partnership with the prince’s trust. Schemes provides opportunities to support 16 to 24-year olds towards a career at M&S which provides invaluable skills and training opportunities in the retail departments. The schemes are attempted to improve young worker opportunities, M&S advantage with a proposed workplace scheme allows people to learn while trainees are still able to earn a salary.  
https://corporate.marksandspencer.com. M&S training process works towards developing and mentoring programmes to enhance employees’ skills and abilities to perform better within the workplace. The company’s performance summary states that they offer store employee’s mentoring and coaching schemes to develop employee’s skill with the additional training in customer service to enhance their customer service experience. M&S aim is to offer a wide variety of training programmes to develop and improve employee’s performance within the organisation.  

2.8 Performance Management Outcomes 

https://jobs.marksandspencer.com. Management use a combination of awards and recognition; M&S principles recognises colleagues are trained adequately to improve their early careers. M&S provides a career training development programme before colleagues start working at the company. The company often carry out specific training programmes for specific areas of the business and these courses are either at the head office or at a training academy.  

https://marksandspencerforbusiness.com. M&S have a good policy with rewards systems put in place, employees are given access to package rewards which often attracts new employees, M&S review their reward package on a regular basis to ensure they are offering people what they want in a benefit scheme. Below outline the benefits offered employees while working at M&S.
· Minimum 28 days statutory holidays per year 
· Discretionary bounces for goal achievements 
· Pension
· Life Insurance 
· Share options for employees 
· Employee discount on holiday packages and other products 
· Healthcare 
https://utegra.co.uk Developing opportunities HR team focused on recognising the necessary support they needed towards developing leadership styles, supporting the business means improving the employee engagement. The 360-degree feedback is a toll that is used to analyse the improvement on leadership styles, 360-degree feedback was a successful tool that supported leadership development. This tool was able to identify skills and competencies, the 360 feedback extracted responses from reports to review. Nankervis (2006) Determines that having a style with direct levels of a strategic performance management approach between individuals or groups encourages organisational outcomes. Therefore if an organisation where to invest in training people there are elements that consider to appear beneficial towards individuals or a group, taking into consideration the force and drive we have at a modern work environment, it is clear the training that M&S provides knowledge and skills, this approach invests towards building a loyal workforce. M&S steps to managing performance is to ensure all employees have access to important information the need to achieve their goals within the organisation. M&S often review their reward system to ensure the organisation is benefiting arrangements that will attract and retain the talent that they need. The organisation is seen to be fair when it complies to the companies polices towards equal pay for men and women within the same job titles, this provides evidence that the organisation recognises employee performances are equal towards opposite genders.
2.9 Performance Management system 
De Waal (2013) states over a decade the implementation and use of the performance management system have become important to organisations, further research provides evidence that are unexposed between the completeness of the performance management implementations it has on an organisation. Norhayati (2009) verifies the process of performance management and how performance appraisals add no value within an organisation, Organisation need to look at new strategies on how they can change, systems need to change new activity as a new approach, when analysing the appraisal for employees this can often become time consuming, managers can spend up to an hour filling in one appraisal.  The performance appraisal process should be an encouragement with positive reinforcement, the document is analysed and reviewed once a year and if the appraisal is not pleasant this can have the potential to discourage staff.
3.0 Conclusion 
Performance Management is an effective way for a company if applied with the correct set of skills, employee engagement refers to the emotional communication that employees have with the organisation which is often demonstrated by their care and passion for their work. The importance of measuring results in performance management is to determine whether progress has been accomplished and achieved. The strategic approach can evaluate if one has advanced from one level to the other since the previous performance review meeting. Evaluating Microsoft and Marks & Spencer approach with a critical view has determined a positive and negative outcome. In my conclusion I believe performance management systems can only be recognised if it is structured with a good communication plan that can demonstrate the purpose of the system. A good performance management includes a strategic plan which involves towards a continued and aligned approach within the organisation’s goals and strategies.

4.0 Personal Development Plan
This personal Development Plan will be used to document and process individual personal performance. The aim of the performance appraisal is to reflect over the past 12 months to make assessments and adjustments in employee’s efforts. As a line manager my main responsibility is to encourage and improve employees personal and professional growth. 

	Objectives/Areas of Development 
	Measure 
	Priority 
	Support and Development Internal/ External 
	Review Dates
	Other Comments 

	Organisational Skills-difficulty organising workload daily 
	To effectively manage workload daily, meet deadlines efficiently prioritise tasks 
	Operate daily” To Do” check list and a dairy. To respond to emails received within 3 working days 
	Training development programme 

To work shadow colleagues in prioritising their daily tasks 
	To be reviewed every 2 weeks 
	[bookmark: _Hlk90324974]Expected to be achieved within 8 weeks 

	Low Quality Service-Gain Experience in customer service  
	Aim to improve service. 

1. Communication 
2. Organisation Knowledge 

	Minimize the number of complaints of poor customer service 
	Undergo a training session on communication with customers studying the organisations service based on customers satisfaction. 
	To be reviewed once a week
	Performance review analysed within 6 weeks 

	Accuracy-In stock recording and research data 
	Repeat inaccuracy of in-putting stock count and data, involving typing errors when transferring raw data into the system 
	Employee to double check own work before compiling incorrect data. Supervision to also check data against records
	Further training in writing research when in putting complex data into the system.
Time Management training  
	To be reviewed daily 
	Training progress to be reviewed every week


 

For change to occur in the workplace one must be able to balance tasks efficiently and effectively, employees who are unable to maintain daily tasks often experience a pile up of work which leads to paperwork getting lost and valuable time is spent on finding information that should be available, it is extremely important employees adopt good organisational skills because it allows them to perform tasks more efficiently, this helps people find information and items faster and it allows groups to work together without wasting time.
I have highlighted this area of development based on two factors 
· Poor organisational skills prevent the organisation to achieve their best due to the lack of ability employees which are needed for any business to operate more efficiently.
· This can often reduce motivation,  as a line manager my observation recognised the lack of training the employee has had and this has raised a concern, therefore workplace training will be put in place to ensure the employee can fulfil their job duty more efficiently.  
Every 2 weeks the workplace training will be reviewed, assessments will allow me to measure effectiveness of the training programme that have been put in place for the employee, the aim and outcome of the training programme is expected to be achieved within 8 weeks. The outcome will enable the employee to effectively manage workload on a daily basis and meet deadlines more efficiently. 
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Theory X managers believe
that employees:

need to be controlled;
don't like work;

need to be pushed to be more.
productive;

need incentive schemes;

have to be directed to do things
that they don't enjoy.

Theory Y managers believe that
employees:

+ wanttobeinvolved;

+ can think for themselves and make
decisions;

share ownership of tasks;

willfind work more rewarding if
given responsibility and a variety of
tasks;

have good ideas;

+ can engage in some level of selF-
management.




