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Performance Management is often perceived by both management and staff as a necessary evil. On average, organisations change or adapt their Performance Management System every four years. This often symbolises the uneasy relationship corporates have with Performance Management. 

One also often hears comments such as:

“Oh no, not that time of year again”…..

“Let us just fill this in to keep HR happy, so that we can get on with our real jobs”….

This article sets out to put perceptions like the above into perspective, and will attempt to give the reader a broad overview of what Performance Management should be, and why it is important for any organisation, and for every employee and manager. 

The obvious place to start is by defining what Performance Management is. Performance Management is an important process in organisations, and as Swanepoel, Erasmus, Van Wyk and Schenk (2003, p. 375) point out – “a process which significantly affects organisational success by having managers and employees work together to set expectations, review results and reward achievement”. It is therefore a process that enables managers and employees to define and agree on key performance areas, key objectives and relevant targets or measures.

Performance Management is therefore not a HR process, it is not form-driven and it is not only about managing negative consequences. Performance Management should be a strategic issue, and as such impact significantly on business results and execution of business plans. If applied correctly, it will be beneficial in that it will:

· Align individual and team objectives with business initiatives

· Facilitate communication and feedback between managers and staff

· Ensure training and development will be focused and relevant

So what does this all mean? To demystify Performance Management, it must be understood in terms of all the issues that impact on performance and on which performance has an impact. Performance therefore needs to address issues such as:

· Process definition and key components 

· Rewarding for performance (the link to remuneration strategies)

· Performance Management and development strategy (capacity building)

· Stakeholder expectations and strategy alignment 

Surveys suggest that best practices such as the following can have a major positive impact on business results (Deloitte & Touche Human Capital Corporation, 2001, Development Dimensions International, 2003):

· Performance Management focuses on both reward and development

· Feedback is crucial (objective, constructive and encourages dialogue)

· Objectives are set that are measurable, achievable and realistic, and linked to organisational strategies, objectives and goals

· Staff are involved, and as such support the procedures

· Management is visibly involved and responsible for Performance 

Management – adding to the credibility of the system

Despite the importance of Performance Management, most organisations find it difficult to implement, manage and sustain Performance Management systems and processes effectively. It is therefore crucial to ensure adequate planning, evaluation and training is done that will support a sustainable process. This is possibly one of the reasons why Performance Management systems have evolved and changed significantly over the years – each new approach an attempt to make it better, more effective and more acceptable to end-users.

Performance Management will remain on the agenda in many corporate meetings, and will be a key concern for South African HR practitioners and managers for many years to come.

To quote Bernthal, P, Rogers, R.W & Smith (Managing Performance – Building Accountability for Organisational Success, 2003)
........“to stay ahead, organisations should continually reevaluate and try new methods for managing performance.”
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