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Performance Management Process
Different scholars have defined performance management as the arrangement of work to accomplish the best attainable results. From this understanding point of view, it can be argued that performance management is not a method or systems, but rather it is a summation of the day to day practices of all managers. Performance management is based on the art of measuring, enhancing and monitoring performance of employees, as contributors to the totality of the organization performance. Efficiency drives in the public sectors of many countries during the early 80s later contributed to the mentality that the performance of staff should not be overlooked (Noe et al., 2017). Furthermore, a dimension of performance can only be realized through the efforts of people. As a consequence, it emerged that good performance should be rewarded, and poor performance should not be discouraged in the harshest terms possible by the management. This approach calls for putting up strategies to measure the performance of staff as well as, the subsequent development of performance indicators. This case study, therefore, examines how the public service implements components of the performance management procedure, performance assessment and finally the appropriate and inappropriate aspects performance management process. 
Employee performance in public service works can be promoted through a progressive and interactive approach like appraisals. Staff appraisal is widely recognizing as the most significant method used in performance management in the public sector. Staff appraisal relieves heavily on the relationship between a supervisor the staff being appraised. As a result, organizations can enjoy personal interactions between staff and management. Individual staff appraisal constitutes the performance management process, and hence it should be executed based on prior setting and discussion of targets. Human resources department plan is key in performance management in the public sector. The human resource (HR) is tasked with designing proper strategies each department in an organization can deploy to address the issues of HR such as the inputs and outputs process (Rosemann & vom Brocke, 2015). The HR enables the departments to assess how staff gets goals accomplished as well as what is currently underway to be achieved. In performance management, HR identifies the inputs required following the inability to achieve the desired output. The HR recognizes that performance is a totality of a combination of factors but not just the cumulation of several performances by different individuals. 
Jeston (2014) posit that reward orientation is another significant approach usually used by many performance management systems. In most cases, the reward comes in the form of cash or something else that is in the kind of departmental agreement and plan. Rewards are widely known to influence the performance of staff to increase productivity. Additionally, rewards also come as incentives given for good performance. The incentive can either be positive or negative incentives. The positive incentives are the ones given for good performance while the negative incentives are given to discourage poor performance. 
Moreover, performance pay can also be used by performance management to motivate employees to perform excellently. Performance pay refers to compensation a staff due to good performance. It involves a market-driven base pay. Additionally, it concerns a market propelled increase system that provides an avenue to address a bonus due to the achievements of an individual. Organizational special programs such as the award excellency meant for team leaders. In addition to that, the performance management in public service works uses executive excellence recognition as another special to motivate performance among departmental leaders. This special program is meant to recognize teams that accomplish measurable results in service delivery. 
According to Goetsch & Davis (2014), performance assessment is a crucial aspect that underpins all modern performance management in the public service sector. For the management to identify what is working and realize approaches that are not result oriented, developing an assessment performance is vital. Performance assessment is, therefore, a continuous collection of data from certain operational areas. It entails monitoring and reporting progress of the organization towards realizing its goals. The essence of performance assessment is to make policies. Furthermore, it is essential in understanding the progress of an organization towards attaining the strategic plan and action plans. Attendance of staff in public service works is crucial when assessing the performance of an organization. Consequently, automating time and attendance of staff members is key to achieving the set metrics. Staff members who are always sickling, showing up late and leaving early its certainly they are not utilizing their full potential. Hence, poor attendance can be encouraged by burnout, health issues and lack of motivation. 
Although the concept of the measurement of performance in the public sector is still new, substantial literatures have been established to encompass terms like performance measures, performance appraisal, performance indicators and performance review. In addition, assessment of performance process involves value for money and the quality assurance standards. Public is differentiated from the private sector organizations due to lack of profit focus maximization, more importantly there is no scope to which the measure of performance can be evaluated and assessed. Due to the fact that performance management processes in the public sector are still in their infancy stages, there is limited assessment and evaluation measures that can be used to quantify performance. However, accreditation and evidence-based and benchmarking are among the ways of determining the success scale of an organization. 
Another significant performance assessment metric is the efficiency among the staff while completing their assigned duties. Employees should be able to maximize the limited resources available such as time and prioritizing things to get done on time as efficiently as possible (Vom Brocke et al., 2014). The initiative is another important metric for assessing performance in the public sector. Personal initiative engagement among staff members is a show of satisfaction devotion. For that reason, performance management should be executed based on the personal initiative of each employee. Having staff members who take initiatives seriously is crucial in growing the business and drastically changing the work locales that who can become extra proactive. This is sufficient for achieving organizational goals. In addition, quality of work produced by staff members is adequate to convince the performance management that the future is bright. Quality work and service delivery is an important metric when assessing the performance of an organization in the public sector. Productivity is depended on quality rather than the number of sales an organization makes. 
In conclusion, quality and efficiency among staff members are the most appropriate techniques for measuring the performance management process. Quality delivery and efficient production lead to customer satisfaction which yields for the business. The initiative approach is somehow not appropriate as people have varied cultures pros when executing performance processes. Quantifying the performance of a rockstar staff can be difficult. The organization may need to revise the propensity for interaction creation among the supervisors and the staff. This implies that the organization should design regulations that would endeavor to see staffs as resources which are worth the necessary weight and therefore, they should be overlooked in the performance management process. 
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