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Discuss the importance of setting performance expectations by doing the following:
Setting expectations of the employee are quite vital to the success of the employer and employees. It sets the targets to be achieved and the standards of evaluating performance in the organization (Aguinis, 2013). 
1.  Explain why it is beneficial for managers to set performance expectations with employees, including benefits for both managers and employees.
Benefits of managers:
· The employer can establish an accountable working environment.

· The manager can eliminate misunderstandings by providing clarity thus everyone is on a similar page.

· Individual goals are usually aligned with organizational goals.
Benefits of an employee include:

· The employee can know the exact details of what the expectations are for performance outcomes.

· Employees are empowered towards acting more freely because of having structure guidelines to follow.
· Employees identify goal measurement for future performance.

2.  Describe the process that managers should follow when setting performance expectations with employees.
The process of setting employee expectations includes:
· Comparing job description to the goals of the organization. It is essential to ensure that every expectation and outcome of the performance is understood and matches before proper expectations of the employee expectations to be set (Aguinis, 2013). 
· Developing goals for the employees that align with the goals of the organization and it is perceived that the staff can relate their work to organization's success.

· Meeting with the employees and discussing their expectations. Giving the employees the opportunity to have input in the process and assessing what their goals are and how they tend to align with the goals and standards of the performance.
· Both parties must agree to the goals and the necessary methods to achieve them. Every party should jot down the notes about the meeting and comparing to make sure that both the sides are on a similar page and have a similar understanding(Aguinis, 2013). 
· Sending an email thanking the employee for their participation in the process and therefore encouraging them (Aguinis, 2013). This involves reinforcing the commitment of the company to help them improve their performance while referring to the agreement every party had about explaining the necessary goals and outlining the best paths to achieving them.
B.  Develop a performance management plan for John by doing the following:

1.  Describe two areas in which John can improve by comparing the criteria in the attached “Accounts Payable Manager Job Description” to the information in the attached “Performance Appraisal.”

	Job Description Essential Tasks
	Performance Appraisal That Needs Improvement

	Studying and standardizing the procedures to improve the efficiency of subordinating and expediting workflow.

	Meets all company, federal and state deadlines.

	It is performing supervisory responsibilities by the policies of the company and its applicable laws.

	They are performing supervisory responsibilities by the policies and applicable laws of the company.




2.  Describe the steps John needs to take to improve in each area identified in part B1.
John is being placed on a management plan for his performance for three months. The method includes assessing progress at the end of every month and the final evaluation of John's ability to finish the objectives in the program (Berger, 2011). The strength of John to maintain an efficient team needs proper improvement. This has therefore led to missing monthly ledger reconciliation deadlines and some delayed vendor payments. The first objective by John is to standardize the current procedures in his department and implementing a scheduled program that ensures deadlines are met. The absence of employees is excessive in John's department and requires decreasing. The other objective is to be proactive towards enforcing the policy of the firm on sick leave with the purpose of increasing attendance in his department. There are complains that John is displaying favoritism towards some employees about assignment allocation and approval of time off (Berger, 2011). Any bias or unequal treatment is considered to be unacceptable according to the policy of the company. John's final objective is demonstrating that he can distribute the workloads and approving time off in an equitable way. The human resource director and accounting director are providing resources towards assisting John in the accomplishment of his objectives. Therefore, John will allow consulting with any director or manager for advice.
3.  Describe how John’s progress will be evaluated for each step identified in part B2.
Progresses on objectives are evaluated by the accounting director and the HR director (Shields, 2015). Every goal will be scored on a 3-point scale. The points will be based on effectiveness, effort, and timelessness. Therefore, 2 points are needed in meeting the objective at the end of the improvement plan. The monthly assessment ensures every goal is attainable. When an evaluation determines an aspect of the program does not afford John, then every opportunity to succeed would be availed. John will have completed the program successfully if every objective is met with a 2-point score in three months (Shields, 2015).
4.  Describe specific outcomes that will demonstrate John’s success in each area of improvement identified in part B1.
In one month, the progress of John on a plan for standardization procedures will be close to rolling out. He should illustrate how the scheduling system will rectify issues with deadlines and late payments (Berger, 2011). John is supposed to be holding individual meetings with the staff to discuss and improve their attendance. At the end of the 2nd month, John should be meeting all general ledger deadlines of reconciliation for the month of. In the 3rd month, John will improve the rate of absenteeism and address employees abusing their sick leave (Berger, 2011).
5.  Describe a consequence John would face for noncompliance in each of the steps identified for improvement in part B2.
In the objectives score a 1 or 0, John will be placed on unpaid administrative leave for reflection for one week. John will meet the HR and accounting directors to discuss the objectives that are not achieved and extending the improvement plan for a month (Shields, 2015). If John has not yet reached his goals by the end of that additional month, then the directors will have to meet John. Therefore, the committee will discuss the effort and resources put to ensure there is a success. John will be given a platform to explain why he didn’t meet his objectives then the committee will determine if John will be demoted or not.
6. Describe the final meeting that would take place between you, John, and Mary after the three-month performance management plan. Include the following discussion topics:

· How to acknowledge the progress made during the performance management plan

· How to conclude the performance management plan, including next steps
If John is successful in meeting the needed objectives of the project, both accountant and HR directors will need to comply with John to finish his improvement plan (Shields, 2015). They will explain the value of John's success in the company. During this meeting, John will be notified of his successful completion of an improvement plan for performance. The directors will highlight the plan outcomes and the best efforts shown by John. The directors will give assurance to John to support his success in the company
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