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Performance Management Process
Performance management processes are primarily developed to ensure that links between strategic business objectives and day-to-day actions are tightened. It is necessary to set goals using timelines to track progress and identify any occurring obstacles. For the process to be fully effective, it is important to regularly evaluate progress against performance objectives. This provides the opportunity to recognize and reward employees for exceptional performance, leading to higher productivity and job satisfaction. The performance process involves multiple stages which when appropriately covered will result in improved performance by employees and the organization in general. 
The performance planning at my previous organization was effective as it was a collaborative effort involving employees and managers. This link was well established and all employees understood that their job descriptions were intrinsically tied to the organizational goals. It made the process easier as the planning phase was clearly understood by both managers and employees. The organization developed a work plan which outlined in detail the tasks and deliverables that each employee was expected to complete. The planning phase also involved expected results and standards which were used to assess performance. The execution phase was similarly well established as there were multiple areas identified each year as the key performance objectives. The organization consistently made an effort to help employees expand their skills, knowledge and competencies. This was important because it ensured execution of the organization’s strategic plan. Employees were also taken through long-term career planning which enabled both management and employees to identify career development objectives. The assessment link in the organization was the most emphasized upon. Employees were regularly evaluated to ensure that their performance aligned with the organizational goals and strategic plan. It presented an opportunity to review and highlight performances of different employees over the duration of the review period. The performance review phase was also an opportunity for self-assessment, allowing employees to align self-perceptions with the views of the management. As a result, the organization was able to conduct detailed discussions of performances during appraisal meetings. 
The renewal and re-contracting link represented the only notable break. It was not effectively established because the organization failed to guarantee fairness and transparency in employee renewals and contract negotiations. The main reason for this break is the lack of clear documentation of progress against performance expectations. The organization should incorporate more methods of recognition such as formal events, informal public recognition or private feedback. It is also necessary to create a culture of consistency in the organization. An employee in one department who is recognized for exceptional performance should be rewarded at the same level as employees in all other departments. The organization should focus on linking performance management with other talent management processes. Organizational goals should be addressed with similar emphasis on individual growth of each employee. It will enable the organization to enhance productivity, competencies, and job satisfaction while simultaneously improving the company as a whole.
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