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Introduction :
Choosing the conference theme “Value creation by professional Accountants’’ has not only been timely and need of the hour specially when we speak about SAFA region, this is the time that SAFA needs to remind its member bodies and its members that their existence shall be highly dependent on how they add value to their organization and how they are advising their clients to make them  more and more competitive, quality conscious and taking care of the consistent evaluation  and improvement of the product  they produce  and /or services do they offer. Undoubtly we have to agree that this will never be possible without ensuring the measurement and management of performance.
( We need to add value. The finance people are expected to understand production, product process, customer need, compliances, regulatory requirements etc so that they can give better advices to the management about the business performance to run it better. This is simply the huge responsibility of the Professional Accountants in adding value or creation    value for the business, trade, commerce and industries. This is also needed to ensure that they   are capable, competent & able to help run the business effectively and efficiently. It is their duty to increase the stakeholders’ worth and enhance the level of reputation of the entities they work for.
( There is no denying the fact that risk management, effective resources management, fair value Accounting and other topics chosen for presentation and discussion are highly important which can contribute to value creation. But we understand that in making those more effective and getting optimum results for the business, Performance Management needs to be given a little higher importance which can really work as a driving force in achieving targets and reaching the destination by providing effective guidelines for goal congruence. Personally my feeling is that we need to be more careful about this issue to stand behind the business, commerce, trade and entrepreneurs to consolidate and provide effective support and to ensure our contribution as Financial Engineer.   
What is Performance Management :
( Performance Management can be conceptualized as a means of converting accountability systems into more continuous assessment of what happens in an organization. Performance measurement and management are not substitutes for judgment and responsiveness but they are important supplements to the means of understanding what transpires.
( The ultimate aim of implementing Performance Management is to integrate it with financial Management and personnel Management. The commitment to performance Management can be considered a commitment to improvement, as the goal of performance is to identify both successes and failures and to address the failures. Although the initial standard of performance can be minimal, the ability to drive performance with standard is crucial, to the success of the programme set.
( Performance Management is a method of connecting organization’s objectives to the people who are there to carry them out. It makes use of procedures and communication drills; takes into account own culture and establishes the key link between individual staff development and corporate goals. It is a flexible concept. It is needed to develop performance measurement and Management Programme along different lines or approaches. Most approaches tend to share the following elements in measuring and Managing Performance Management.  
· A sense of purpose or mission which is understood by everybody in the organization 
· Goals which are understandable and measurable

· Developing targets which are within the control of the people they are set for.
· Regular discussion with staff members for reviewing performance, setting new targets and staff development.

· Regular team performance review at which targets and goals are shared with staff members.
· Based on Organization’s mission and future goals, developing a straight forward analysis of training and coaching needs for all staff.
· Rewarding staff member fairly for their achievements.
Need for Performance Management :
( As we have discussed performance is something what we do or supposed to perform, and to perform that efficiently, effectively and economically. We need to assess the level of competency leading to need for effective Management. Thus Performance management can give guidances to the organization to run it properly and to reach its goal or destination.
( In order to ensure goal congruence, as I said earlier and to achieve the overall performance of the organization the following steps should be considered, put into place and followed religiously :

· To develop mission statement. This should be made known to all levels of management. It needs to set out and in very basic terms what the company is in business to do and where it sees itself   in the future. The statement needs to emphasis the aim of providing services to the stakeholders in the enterprise (share holders, customer, employees, suppliers, the community and the country). The mission can be a grate motivator.
· To establish corporate objectives from the mission statement. Programme for the continuous improvement should be the key note of the philosophy.

· To formulate departmental goals in line with the mission statement and corporate objectives, everybody should be involved in drawing up goals. 

· It is also necessary to establish key measures – for the goals and to start setting individual targets.

· To set up the practice of reviewing performance against the key measures. Habit of regular performance reviews reminds the employees / management their obligation and responsibilities.
· Team performance reviews system can help managers share their goals and targets with their team members.

· The another more important step we need to set up and develop competencies, skill and knowledge assessment required to achieve the goals. Only setting up good machines can not give good and quality production unless competent peoples are there to operate the machine effectively & efficiently.
· We must not forget to provide need bound training and coaching both inside the company and outside where needed.
· Linking of pay with performance can definitely enhance the level of performance but in this case the reward scheme should be prepared and followed very carefully based on criteria and data set for the purpose.

Key performance indicators to monitor outcomes :
( Outcome in indicators help to answer two fundamental questions. “How will we know success or achievement when we see it? Are we moving towards achieving our desired out comes?” These are the questions that are increasingly being asked today when we are working or performing our activities in a global village. Setting appropriate indicator to answer this question is very critical where really lies the actual measurement of performance. 

( Developing key indicator to monitor outcomes enables managers to assess the degree to which intended or promised outcomes are achieved. Undoubtly indicators development is a core activity in building a result based performance. 
( Setting indicators to measure progress in inputs, activities, outputs, outcomes and goals is important & providing necessary feedback to the management system. It can help managers identify those areas of an organization, that may or may not be achieving results as planned. It is very essential and important for  the management  where the programmes and policies  of the organization  are on track, off track or even doing better  than expected against the target set for performance.  

This also gives an opportunity to review plans, make adjustment, to correct course and gain valuable Programmes and policy experience and knowledge.
( We have to keep in mind that indicator selection is a complicated process in which the interest of several relevant stakeholders need to be considered and re - considered. Performance indicators should be clear, relevant, economic, adequate and monitor able. In short we can call it CREAM. If any of these five criteria is not met, there may be some more, formal performance indicators shall suffer and will be less useful. 

Need for reviewing Performance for better Management Performances :

( Knowing the level of performance can never be perfect unless the process of evaluation and continuous monitoring is ensured or review system is not put into place. Performance review is about comparing the achievement   against the target set in achieving the desired destination. It is needed to check constantly on where or whether targets are achieved and also to see that the targets are correctly set.

( Target should be challenging achievable but at the highest level of efficiency it should be achieved. One thing is very important that setting targets is always better when it is set having discussed with the people who are involved. This should happen at all levels in the organization

( Managers need reminding of the fact that we need to review our goals and target regularly in order to be able to know whether we are wining or loosing and also to assess the contribution that people are making. This is not simply a ‘tick in boxes’ exercise. It must be done with full care giving due importance of the exercise.

Handling Poor Performance : 
( When it is found that performance is really poor then it should be given more importance to know why that has happened. The purpose of performance review is a continues improvement. When poor performance occurs we need to adopt counseling techniques, other than to punishing policy. This help people to find out for themselves how to overcome and encourage performance they do. Individuals are encouraged to think through their own solution including the changes they have to make to their behavior. When goals and targets are not met, the leadership of the leader comes into play. He has to check up and find out the shortcomings of the people. In such situation we should remember - 

· People need encouragement not punishment.

· Remind people of the positive things achieved and the positive action which are being taken to put things right.

· To remind people never to avoid responsibility to perform work. Team leader should take responsibility and keep the heads up of the team.
( In order to avoid poor performance or to improve performance, team performance review technique can give a better result. We may improve team spirits by re-enforcing team work, raising staff commitment, reducing misunderstanding, managing change, monitoring morale and building trust. If managers are seen to listen and to respond this can build a greater trust and confidence in management.
Value Creation :
( While listing a presentation  of James  Ronnie Felitus Peiris, FCMA,  CIMA UK,  in Dhaka last year emphasizing the  undue focus by the Accountants on Conformance  rather on performance, it was really giving us a signal that we should find out some solution which can help us contribute better for real value creation. He also mentioned that IFAC and CIMA UK have espoused the concept of enterprise Governances, a concept which advocates a balance between conformance and performance.
( As professional Accountants, we must not forget to formulate strategies for value creation, identification of value drivers, proper management of risk involved and execution and implementation of good policies and strategies. 
( This we believe can play very vital role in the overall performance of Management which in turn can contribute to the creation of value to the organization.

High Performing Team Management :
( If we can manage our performance to a challenging level of expectation it becomes a high performing team. High performing team members show positive attitudes about themselves and other team members. They work   hard. Achievement, the greatest motivator of all, is apparent in the way they talk about the job. Whether a team is high performer or not depends more than any thing else on their leader - the high performing manager. 

( From the following set of competences it will be clear to us the qualities of high performer and low performer. This is very important and interesting. It is suggested to choose higher performer competences from the table below.
	High Performer
	Low Performer

	Set goals and targets  on own initiative 
	Waits for goal to be cascaded down

	Thinks of ways to make people more productive   
	Thinks of personal rewards, status and how he looks outsiders. 

	Walks the job frequently
	Stays in Office.

	Goes to where the crises is to help 
	Interrupts people in crisis and call them for meeting in his Office.

	Admits own mistakes
	Blames others, opens up enquires to identify culprits.

	Prefers face to face rather than en masse.
	Always demands in writing.

	Has a separate office or even no office at all
	Has a posh Office.

	Tolerant of open disagreements
	Intolerant of disagreements.

	Helps to do the boring work when necessary.
	Boring work is beneath them. 

	Trusts people.
	Trusts only words and numbers on
papers 

	Delegates job including important ones.
	Only passes on low grade work.

	Spends as little times as possible with managers at same or higher level.
	Spends a lot of time buttering up senior managers.

	A coach who appeals to the best in people, open door, problem solver.
	Invisible – gives order to staff and expects them to be carried out.

	Gives credit to other people.
	Takes the credit and complains about staff.

	Sees mistakes as opportunities.
	Sees mistakes as offences.


Conclusion :
( From the above discussion on this important topic we do now understand clearly that Performance Management is designed to help breaking our corporate goals down into objectives and targets for all staff members work and helping the individual development of all managers.

It is designed to run appraisal system and also improvement of appraisal system. We live in such a competitive world which was not understandable even a few years ago. This is the age of high performing organizations, entities where the life of the low performing organizations are becoming ever more limited. This paper suggests that managers at all level will think about Performance management.
( Our theme today is value creation by Professional Accountants. The finance function today is expected  to understand customer, product and channel profitability, to put processes and metric in place so that employees  can  report against actions that support corporate  strategies  and can give managers resources at short notice, based on rapid assessment of how their decision affect business Performances.

( Planning and forecasting is being expanded to a broader group of users so that key non financial business drivers can be updated more often when being integrated with previous standalone method such as activity based costing.
( Global analyst Group Gartner wrote in 2002 “Enterprises that effectively deploy corporate performance management will outperform their competitors ’’. Organizations that are not on the path of improving their management capabilities are likely to underperform their peers and perhaps even fail. Our role as financial adviser have now only 3 (three) options :- to do nothing, get out or to pick up gauntlet and assume the role of Change Agent.
( The focus on Accounting shall extend well beyond financial performance and embrace non financial drivers of value creation. Of course we do understand that conformance part of our job is more important while we consider compliances, need of the stakeholders, but at the same time we also need to understand our role to contribute for creation of value for the entities. Here we will need some marriage between Conformance and Performance and I believe this Conference will make some recommendation to find out the strategies & policies which may help Professional Accountants to contribute more and more to value creation.  
We believe and hold this view, that achieving superior financial performance depends increasingly on having superior business analytics and consistent improvement of performance management capabilities. Let us not forget the grate saying “Life is like a bi- cycle, you don’t fall off unless you stop pedaling”.
Thanks everybody for giving me a patient hearing.
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