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PERFORMANCE MANAGEMENT PROCESS
Performance management process includes focusing on aligning the organization's workforce, improvement of employee performance, building competencies and developing strategies which lead towards achieving of organizational goals and objective (Armstrong and Baron, 1998). An effective performance management process primary goal is to ensure and emphasize an understanding between individuals who contribute towards the organization’s goal. Performance management provides a systematic processfor planning and setting expectations while also monitoring the performance and developing thecapacity of the organization capability to adhere and meet objectives. Balme library is experiencing challenges infulfilling its obligation due to poor performance management application. The library performance appraisal process is based on weak measures and factors which do not reflect the overall contribution an employee makes to the library based on job performance.
Poor implementation of performance appraisal
The issue related to employees’ job performance evaluation is a critical factor in ensuring employees gives their best towards the achievement of the organization’s objectives and smooth execution of strategies (Gruman and Saks, 2011, p. 123).  Although pinpointing the difference between organization and individual performance can prove to be difficult. Balde library management should have put in place processes and procedures which reflect the different specific contribution made by particular employees.The “general behavior criterion” used by the administration in evaluating the employees can lead to general dissatisfaction in the workforce,and thus the employees would develop negative perception toward the library operations, services,and management.
Distrust-the potential negative impacts include distrust between supervisors and subordinates. The manager-employee relationship diminishes due to the poor evaluation criteria implemented by the management (Marr, 2007, p. 24).The relationshipis built on trust based on what employees can offer to enhance the organization's ability to meet goals. Under weak performance management systems, it seems to end since employees do not have trust in the management in the production of precise results and finding based on their job performance. Additionally, anorganization whose employees are subjected to ineffectual classification and job review are bound to get demoralized, disappointed and demotivated. These situations result in damaging of personal and professional relationships and hence raising the aspect of negativity.	Lack of employees’ engagement-Under ineffective performance evaluation, there is lack of employees’ engagement. If employees are not sure of how their efforts contribute towards the achievement of organization’s goal, the employees mayfeel that there is no sense in putting extra energy for the success of the company. Due to poor systems of rating the employees, the employees in the library are not aware of their specific contribution to the organization and hence do not need growth and progress in their job areas (Murphy and Cleveland, 1991). Moreover, this leads to lack of inspiration in developing essential ingredients of high performing employees because the rating criteria are on the same category and are not based on job performance but rather on “vague items” which do not include the employee job responsibilities.
Biased performance rating-poor rating structure used by the management can result in biased performance rating. The kind of employee evaluation introduces the consideration of human bias. For instance, therating is based on undefined terms and factors and in human nature; ideas, relationships,and personal values can result in biased results from the supervisors. However, unintentional evaluation reviews can be given due to the absence of objective job evaluation data and assessment metrics which are incorporated into the performance management to provideunbiased and transparentemployees’ reviews. Biased rating will result in unclear reward systems which do not link results to performance (Fletcher, 2001, p. 280)
Implementingan effective performance appraisal process
[bookmark: _GoBack]Due to criticism attributed to employees’ evaluation and rating systems adopted by the library management, the management needs to perceive the benefits of an effective performance management process and integrate it into the system. In identifying high and low job performers, the managers should implement performance management process which incorporates the objective measures of performance evaluation and rating which appliesto the entire library workforce (Latham, 1981). 
Formulation of strategies- it includes rewarding people according to their contribution, recognizing the value of all staff that makes an effort and outstanding contribution (DeNisi and Pritchard, 2006, p. 260). Also, allowing reasonable degree of flexibility in the operation of rewards of process and the choice of benefits for the employees
Linking performance to rewards- the compensation criteria of the management should be based on their job evaluation results. This implies that high performing employees should have a significant margin of therate of compensation as compared to low performing employees. This will increase employee’s performance and motivate them to deliver quality services and also give extra energy for them to get high rewards.
Giving feedbacks-The essentiality of employee’s performance appraisal as well as giving feedbacks should be implemented by the management. Giving feedbacks after conducting evaluation results will enable the low performing employees toincrease their capabilities of contribution.
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