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Introduction
Performance is an achievement of the company or organization's goals and objectives. It includes results accomplished or achieved through contributions of teams or individuals to the Company's planned goals. The term performance comprehends behavioral as well as economic end outcomes. Subsequently, performance management is an enduring process of communication, particularly between employees and a supervisor. It is a significant component in project management as it supports the completion of the Company strategies to ensure the goals are archived within the stipulated period. Purposely, communication processes include identification of goals, objective setting, clarifications of guidelines, reviewing results, and providing feedback.
Evolution Performance Management
a) In reconsidering traditional performance Management, the results indicated that 90% of department heads believed that their performance management structure didn't yield accurate information. Also as per textbook, 80% of organization managers were not satisfied with the traditional approaches. The three biggest problems associated with the stale approach are: the poor setting of goals because of un-useful and unclear expectations, insufficient and infrequent feedback, and preliminary performance review b) Due to several driving factors, performance appraisals have changed like never before. Formerly developed goals can easily become or vary considerably. Additionally, modern generations in the labor force need more of enduring communications in how their objective is being set, including how they operate toward achieving them. As a result, the performance management procedures are progressively changing as well to solve the problems associated with the "outdated" approach. The possible solutions include; 
· Always soliciting opinions and feedback from the workers about their working conditions as well as impressions about resources been used in the operations.
· By use of adaptable and flexible goals that are focused on the modern needs of the employee and the organization.
· Ensuring there are collaborations between employees and managers while setting the goals to make sure no part is isolated in the project management.
· Finally, ensuring there are effective communications between organization top management and the workers to ensure smooth operations.
c) It may be challenging to determine the effectiveness of the Company's performance management because some companies might be making profits but not economically growing. For you to assess the success of the Company, you ought to explore if the Company has an annual review of the operations such as feedback and coaching of the staff. If the Company is practicing these, it must have proper appraisal management. Besides, consistent net incomes may be a perfect indicator that the Company has been properly.
Performance Model
a) In a performance model, results entail actual task outputs, measurable outcomes, countable products as well as accomplishments and goal achieved. In other words, results deal with what the organization has achieved. On the other hand, behaviors involve skills, competencies, proficiencies, and expertise, the person's adherence to company rules. Generally, behavior deals with how employees went about performing the duties. These two factors are essential and should be considered during the development of the performance process.
b) Task performance usually depends on two things; what an individual achieves and how he/she goes about doing that task. We must have encountered some individuals who a good at one thing and failures at another. For instance, take a look at a computer programmer who works for long hours by reading many technical journals, but he cannot write codes that work effectively. She/he shows good behaviors, although she delivers ineffective results. For the Company to perform well, both products and behavior must correlate directly.
c) Employees have to get tasks completed, provide the goods or products, and the end of each project. Workers ought to do their jobs in a way that determines the Company's requirements and expectations. For this reason, the Company has the responsibility of coaching, training, orienting the new workers, and provide them with the required resources to perform their duties effectively. Additionally, the performance of each worker or team should be appraised periodically to identify an area where investments ought to be done. Take a look at a fresh graduate who has secured a job in a particular company. Although he might have sufficient educational background, he might be lacking real working experience. So, the Company should train this graduate to make sure he knows the routine of the Company. Finally, the new workers should be introduced into organization rules and policy to guide their conduct.
Approaches for managed measuring performance
· 360- Degree feedback technique; is appraisal performance method that involves use of information from all employees evaluated such as supervisors, managers and so on. The pro of this method is that it can help workers strengthen their rapport and perform their duties efficiently. In contrarily, this approach can be time- consuming, expensive, and tiresome while implementing.
· Forced distribution method; commonly used by large organizations where managers, supervisors, or directors rank employees according to performance evaluation or suitability for next job promotion. This kind of approach encourages competition in workplace hence quality work is performed. However, this completion may be unhealthy since everyone is aiming to outdo their workmates, organization atmosphere can faster change to a “dog eat dog” mentality.
· Management by objectives; worker’s performance is evaluated according to completeness and timeliness. This approach is essential as it makes employees more aware of company goals since the approach makes managers clarify company structures and purposes. The con of this method is requires skilled interpersonal interaction like counselling and coaching which many managers don’t possess. From my perspective, I think this the best approach to use because it is cheap to use compared to other methods. 
Defining Competencies
Communication competency; developing and maintaining efficient communication with each work requires not only perfect written or oral communication skills but also entails the capability of establishing the right working environment. So managers should consider hiring employees can deliver all as far communication with customers is concern.
Goals setting; setting short and long term goals with workers gives focus to workers' efforts. The Company should consider employing individuals who can set goals correctly and who can strive to achieve such goals.
Giving feedback; feedback should enlighten, inform, or suggest improvements to workers concerning their performance. Therefore, firms ought to employ workers who can provide effective feedback.
Goal Setting
Goals provide clarity and motivation for individuals in their duties. There nothing terrible than working on a task without knowing what it is meant to accomplish or what it is contributing to. Goals guide the work progress and make it meaningful and purposeful.
Research indicated that with set goals, employees would be active and committed to working towards such goals. Individuals need to work towards archiving something that they feel is important. Goals motivate workers more than other aspects, such as financial rewards. However, to ensure these goals are successfully achieved, the restaurant manager ought to motivate his/her servers by promising good pay, improving their working conditions, promising job security, and so on.
And most importantly, the server's performance should be evaluated periodically. This will enable the restaurant to track the output of every server. Assess their performance will also allow the management of the area that needs improvements and which employees need to be promoted.
Measurement and Evaluation
a) Importance of continuing rating in the performance management process includes:
· It enables the Company to understand its top performers hence use such information for talent planning purposes.
· It also provides a simple way of managing performance related to payments, though you can manage compensation without rating the performance of the work
· It gives reliable evidence while taking actions against misconduct or underperformance.
· It enables the workers to get to know their position concerning their peers.
b) In case you decide to rate the performance of your Company, here are some recommendations that you ought to do to improve the rating process;
· Train appraisal manager on how to rate performance objectives by avoiding rating biases.
· Consider asking questions that point out low or high performance instead of providing just a single rating.
· Decouple ratings from reviews of payments. Performance ratings and reviews are more honest if pay reviews occur several months after the ratings are assigned, and pay review considers other aspects like market rate. 
· Avoiding the use of forced distribution performance ratings. Research shows that forced distributions can lead to damaging impacts on morale, and any advantages tend to be inadequate to the first period of performance rating.
Feedback and Coaching
a) Potential reasons why managers/supervisors might struggle when it comes to having productive performance conversations. 
· Lack of confidence; most managers may not have effective performance communication because they lack self-confidence. In other words, they don't know now how to give feedback to their employees. Lack of confidence may be due to two; they were not trained to provide effective feedback, or they don't have experience in giving back the feedback.
· Fear of confrontation; fear of confrontation is directly correlated to a fear of not been liked. This may be the biggest reason why many supervisors and managers fear that their workers will ostracize them in case they oppose their opinions or feedback.
· Another issue that arises supervisors fear giving feedback to workers is the fear of seeming or looking weak. Although this problem usually is less of an issue compared to other reasons stated above, it does occur. Supervisors fear that giving positive or praise feedback may make them appear weak.
b) How to improve the quality of the feedback
· Make feedback a two-way street; good feedback enables workers to perform their duties better and engage with the organization's culture. Perfect feedback flows on both sides, allowing workers to give their view to top management. Meanwhile, the Company should take into account the worker's thoughts and requests to ensure the smooth running of the operations.
· Focus on strengths; particularly, by increasing accountability, transparency, and setting measurable targets. By so doing, managers will be able to track where the workers go above and beyond rather than where they are failing.
· Tie feedback to daily tasks; the better way to provide great feedback to employees is to begin from a goal bases viewpoint. Ensure their goals are appropriately identified and reviewed at least twice per month.
· Provide avenues for improvement; in case an employee is falling on duty, provide some actionable are concrete tips that align with general company objectives on how to improve.
· . Such goals are easy to track and evaluate; thus, your feedback can map out exact areas of employer's work performance need adjustments.	
Motivation and Rewards
a) Salary backed up by bonus is the most preferred compensation system, although it is one of the least valuable payment systems for most companies. The first con is that bonus is tied to operational limit, budget number, or other targets with less importance to the workers. Bonus payments typically depend on autonomous risk levels. Another con is that these bonuses are often hard to administer since they bring difficulties while changing responsibilities and roles when the times when the bonus is calculated. Continually, commission structures are generally created for sales groups that consist of two generic forms- salary plus commission and commission only. The advantage of the commissions is that they offer a much more degree of flexibility, boosting payments to revenue and are very easy to understand and administer.
b) Incentives are essential for making workers feel more appreciated and valued. Therefore, companies ought to have organized strategies to improve worker’s incentives. Some of these strategies include;
· Think through the desired outcomes; with incentives, you should specify what you want your employees to accomplish or do. You should clearly state what you expect to do by each staff to attain the set goals so that there will be no many questions. Individuals will tend to skew or "play" the incentive game when end outcomes are not clearly defined.
· Make incentives visible; if using financial incentives ensure that the money –board, so to talk, really be influenced by a great deal of visibility. Give your incentives as another badge of decency to hold up. If you have distant employees, find a way to involve them in the celebrations.  
· Consider status power; the company management can achieve this by promoting hardworking employees as a way of rewarding them. Also, well-performing workers can be motivated by assigning them to new roles and improving their working conditions. But most importantly, the technique used to promote workers should be fair and transparent.
· Focusing on goal commitment, for any incentive to have any purpose and drive to it, the targeted aim and goal should be motivational and meaningful to the majority of people involved. Remember to have inputs from various participants during the design of the incentive plan, so that commitments and benefits are equally distributed among the workers.
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