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Performance Management Analysis
Introduction
Every business strives to achieve set goals and objectives. However, it's a hard nut to crack to some businesses. The system of ensuring that the output of a company meets its set goals and that efficiency is observed is what may be referred to as a Performance management system. The idea is not universal; each business works its ways up (Lawler, 2003). Performance management cuts across the entire organization, its department as well as individual employees. The organization is charged with a mandate to motivate its employees both at department levels and individual levels (Mueller-Hanson and Pulakos, 2018). Top management is usually in charge of creating and implementing the performance management policies in an organization (Buckingham, 2015). Wrong performance management policies in an organization might result in the business failing to achieve its set goals and objectives. The gap between what the business desires and what it attains is bridged by the set performance management policies.
The occurrence of the world epidemic of COVID-19 led to immense effects on how companies and organizations undertake their performance management. The incidence was abrupt and most businesses that had not planned before handle such were greatly hit. Most employees across the globe who had set goals in various sectors have seen themselves forgetting about these goals (Wynants, et al., 2020). Some of them are not even sure about coming back to their normal business. Employee motivation has gone down. Some companies such as Adobe, have been facing a hard time since its form of performance appraisal is based on constant meetings between managers and employees.
In the year 2012, Adobe reinvented its performance management as it took a different course of business. The creative software giant had changed from an eighteen-software one-time subscription company to a twenty-four products continuous annual subscription company (Ledford, et al., 2020). The margin of change needed a change in the way employees did their job. The company had to move to a whole new performance management system. The company changed from an annual performance review to a one on one check-in conversation that tied employees and managers. The procedure was termed “check-in” which in this case scenario meant a four-dimension performance management system.
First, the employee had to set goals which they were expecting to achieve annually, and mostly there would be a few templates shared to help in goal setting. The other was the provision of ongoing feedback as far as performance is concerned and this meant real-time feedback. Thirdly there was an elimination of written reviews that were viewed as time-consuming (Sutton, 2018). Lastly, the new performance management system stated that a budget is drafted for rewards and salary raises in which managers had to allocate in their approval of an employee’s work. Each manager was in charge of at least ten employees. The main aim was to build a well-oriented system for giving and receiving feedback on employee’s improvement.
Two critics may be made against this new system. One on the employees and the other on the managers who have been given the burden of performance management by demanding them to hold constant meetings with employees to discuss their performance. On the side of the employees, Adobe has risked receiving more resignations than ever, in which employees leave and do not recreate that (Evidence-based, 2018). The latter is because there is a constant nudging of employees by managers rather than in the previous times when individuals had to wait until a whole year before their performance could be discussed. The managers are facing a cumbersome load by which the manager's responsibilities are bolstered (Moynihan & Pandey, 2005). Looking keenly, the managers can no longer excuse themselves with the adage of their hands being tied on making a salary increment because of the human resource management office.
In conclusion, the best way to handle this, Adobe ought to make sure that they at least return the burden of employee’s performance management review to the HR department and similarly help employees without nudging (Mueller-Hanson & Pulakos, 2018). A disturbed person may not be able to work properly. The system works well, but what of such times as this when the COVID 19 may not allow those constant performance management meetings. The employees are mostly working from home which hinders this. The sole decision of salary increment and promotion should similarly be returned to the HR department to prevent the biased form of management.
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