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AGENDA 

̶  HRM RECAP 

̶  What is performance management 

̶  Performance management processes

̶  Stages of performance management 

̶  Performance and reward

̶   Seminar 
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Performance management - Analysis

Performance management analysis is defined as the systematic process of evaluating 

and improving employee performance by aligning individual goals with organizational 

objectives, providing continuous feedback, and identifying development needs to 

enhance productivity and engagement (Armstrong, 2021). This approach involves 

setting clear expectations, monitoring progress, and using data to make informed 

decisions that support both employee growth and organizational success (Kaplan & 

Norton, 1996).
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Please download and install the Slido app on all computers you use

Why is it important for organisations to have performance management strategies 

ⓘ Start presenting to display the poll results on this slide.
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Why Performance Management Matters: Elevate Efficiency, Engagement & Growth

1. Align goals and Expectations:

Helps leaders and employees set and meet SMART goals—Specific, Measurable, Achievable, 

Relevant, and Time-based—boosting alignment with company objectives.

2. Boosts Engagement and Productivity:

Continuous feedback and clear communication keep teams engaged, motivated, and 

productive, improving outcomes and reducing workplace stress.

3. Enhances Transparency and Accountability:

Clear goal-setting fosters transparency and accountability, enabling employees to understand 

their impact on broader organizational goals.

4. Empowers Improvement & Growth:

Ongoing feedback allows employees to self-assess, adjust, and improve, supporting career 

growth and skill-building opportunities.

5. Recognizes and Rewards High Performers:

Acknowledging top talent boosts morale and retention, inspiring excellence across the team.

6. Develops Leadership Skills:

Promotes accountability, enabling managers to identify and nurture future leaders, supporting 

long-term organizational growth.



https://www.youtube.com/watch?v=f60dheI4ARg Steve Jobs

https://www.youtube.com/watch?v=f60dheI4ARg
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https://www.whatishumanresource.co
m/human-resource-management

Performance 

Appraisal 

Process
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Please download and install the Slido app on all computers you use

What do you is the difference between Intrinsic and extrinsic rewards 

ⓘ Start presenting to display the poll results on this slide.
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Guiding Principles of Effective Reward Systems
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https://www.mckinsey.com/capabilities/operations/our-insights/performance-management-why-keeping-score-is-so-important-and-so-hard
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Best Practices for Rewarding and Recognising Employees 

https://management.org/employeeperformance/rewarding.htm
https://upraise.io/blog/everything-you-need-

Customer Feedback as Reward

•Reward employees by sharing positive 

customer feedback.

•Reinforce how employees' actions benefit 

customers directly.

Understand Individual Motivators

•Use a checklist to identify each employee’s 

unique motivators.

•Benefit: Allows employees to communicate 

what motivates them, fostering better support.

Board Member Appreciation

•Occasionally invite a Board member to thank 

employees at meetings.

•Board recognition is highly valued by 

employees, nearly as much as customer 

feedback.

Monthly Meeting Recognition

•Begin monthly staff meetings by highlighting 

major employee accomplishments.

•Recognize employees' contributions to boost 

morale.

Gift Certificate Rewards 

•Award gift certificates for major accomplishments,    

with clear criteria in place.

•Ensure fairness by explaining reward guidelines and 

allowing peer nominations.
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https://www.mckinsey.com/capabilit ies/operations/our-insights/performance-management-why-keeping-score-is-so-important-and-so-hard

Targets 

must be 

tailored to 

each level 

for 

meaning 

and 

impact 

https://www.mckinsey.com/capabilit
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Metrics that can be used to evaluate employee performance

• Productivity: measures how quickly and efficiently an employee can 

complete their work.

• Work quality: measures how well an employee's work is done, including 

accuracy, creativity, and the ability to meet set goals.

• Attendance: tracks how often an employee shows up to work on time and 

how often they are absent.

• Team collaboration: evaluates how well an employee can contribute to team 

projects and what value they bring to the team as a whole.

•  Problem-solving ability: measures how effectively an employee can solve 

problems and overcome obstacles that arise in their work.“
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Analysis of the components  of the performance management  system Armstrong 

Performance management - Analysis
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Management by Objectives ( MBO)

• Increase productivity by a certain percentage

• Improve quality of work, such as reducing 

errors, improving accuracy, speed, or 

creativity of work.

• Expand customer portfolio, such as 

increasing sales volume, number of new 

customers, expanding service or product 

offerings.

• Increase customer satisfaction, such as 

reducing complaints, improving customer 

service, improving communication with 

customers, and other factors affecting 

satisfaction.
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Key Performance Indicators   ( KPI) 

• Productivity: measures how quickly and efficiently an 

employee can complete their work.

• Work quality: measures how well an employee's work 

is done, including accuracy, creativity, and the ability to 

meet set goals.

• Attendance: tracks how often an employee shows up to 

work on time and how often they are absent

• Team collaboration: evaluates how well an employee 

can contribute to team projects and what value they 

bring to the team as a whole.

• Problem solving ability: measures how effectively an 

employee can solve problems and overcome obstacles 

that arise in their work."
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Poor Performance 

Where did things go wrong?



23



24

Where did things go wrong ?

• Poor metrics

• Poor targets

• Lack of transparency

• Lack of relevance

• Lack of dialogue

• Lack of consequences

• Lack of management engagement 



Best practices to improve performance 
When employees underperform, leading organizations implement several best practices to address and improve performance:

1. Immediate Identification and Open Dialogue: Promptly recognize performance issues and engage in honest, private discussions to understand

2. Clear Expectations and Goal Setting: Define specific, measurable, achievable, relevant, and time-bound (SMART) goals to provide clarity and direction. 

3. Performance Improvement Plans (PIPs): Develop structured plans outlining performance deficiencies, expected improvements, support resources

4.  Regular Feedback and Monitoring: Conduct consistent check-ins to offer constructive feedback, monitor progress, and adjust plans as necessary. 

5. Training and Development Opportunities: Provide access to training programs, workshops, or mentoring to address skill gaps and enhance competencies. 

6. Addressing Personal and External Factors: Recognize and support employees facing personal challenges or external stressors that may impact performance. 

7. Positive Reinforcement and Recognition Acknowledge improvements and successes to motivate and encourage sustained performance enhancements. 

8. Managerial Training and Support: Equip managers with skills to effectively handle underperformance, including communication, coaching, conflict resolution. 

9. Documentation and Accountability: Maintain detailed records of performance issues, interventions, and outcomes to ensure transparency and accountability. 

10.Consideration of Role Reassignment or Termination: If performance does not improve despite interventions, evaluate the suitability of the employee's role or 

consider termination as a last resort



Seminar : Case Study
Accelerating Towards Excellence: A Deep Dive into Performance Management Strategies in the Auto 

Works Company

Group activity and presentation (Choose key insights)
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