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Slide 1 - Introduction
Hello everyone, 
I am <name>. In the partial fulfillment of the course, this presentation encompasses an orientation session for the new employees regarding the ethical and respectful performance management system practiced in my current company, Infosys – a globally recognized information technology company. The data for this presentation was obtained directly from the HR department of the company after taking an informed consent from the management and the relevant authorities of the HR department.
Slide 2 – Agenda of the presentation
The presentation begins by highlighting the vitality and importance of having a reliable performance management system which adheres to the considerable ethical and respectful benchmarks, referring to the stance of academic scholars and researchers. Besides that, the currently implemented PM system at Infosys has been discussed in detail whilst providing a justification of the relationship of each aspect of the PM system with ethics and respectfulness. 
Slide 3 – Ethical performance management system
The dynamic nature of businesses and increased competitiveness among the firms has reimagined the role of organizational managers as a facilitator of growth of employees (Tazakori, Feizi, Eisalou, & Rasouli, 2019). Measuring the level of excellence of employees and compensating them as an encouragement to their efforts is a critical yet purposeful construct determining the progressive trajectory of the businesses, referred as performance management system (PMS) (Zipporah, 2022). This concept of PMS has recently emerged after the incorporation of ethics and respectfulness into the performance management structure of a business to enhance the efficacy of accountability and improve transparency of the system  while valuing the efforts of all the employees in the form of financial and non-financial appraisals (Khaltar & Moon, 2020). Since the employees in an organization interact with each other both individually and in the form of groups and hence the communication between HR and employees is a mandatory phenomenon, therefore, inculcation of ethical and respectful practices is important to improvise the legitimacy and transparency of the organization especially in the case of performance rewards and promotional decisions (Tazakori, Feizi, Eisalou, & Rasouli, 2019; Tomaževič, Tekavčič, & Peljhan, 2017). 
Slide 4 – Ethical performance management system (Contd.)
Mohammadi et al., (2022) explored the ethical indicators practiced as a part of PMS in the public organizations and identified four aspects which included mutual respect of employees, respectful behavior posited by and for the management, transparency of the performance evaluation and decision making system and most importantly the procedural justice. The researchers further highlighted the clarity of short and long term goals of employees as a critical ethical aspect which is generally undermined while designing a comprehensive appraisal design of the company. Likewise, alleviation of rigidity and provocation of flexibility in organizational resources was also related to the ethical dimensions of performance management because correct evaluation results in informational accuracy (Mohammadi, Bohloli, Beykzad, & Rahimi, 2022). 
Longenecker (1990) had previously identified the inclusion of subordinates into the process of performance evaluation as a challenging aspect stating that junior employees generally do not score the efforts and contributions of their managers or supervisors accurately and honestly which certainly disrupts the ethical aspects of PMS significantly. Therefore, it is very important to adopt an inclusive approach of performance evaluation and appraisals while training the employees about their ethical responsibilities of facilitating accurate accountability of their peer groups and other management or supervisory staff (Zipporah, 2022) while opening the door of streamlined communication between employees and management regarding contradictory regulations and practices (Tomaževič, Tekavčič, & Peljhan, 2017). 
Slide 5 – PMS at Infosys
At Infosys, we have carefully designed our performance evaluation and management system keeping in view the parameters of ethics and respectfulness, ensuring the transparency of the whole process. 
First, at Infosys, we follow iCount methodology for performance appraisals based on which we observe and evaluate the performance of our employees continuously throughout the year. For instance, if you are given goal x, y and z and you could perform very well in meeting goal x as compared to y and z, you will be compensated for high performance in goal x. Continuous evaluations throughout the year also facilitate continuous feedbacks which enables the employees to understand management’s expectations while capacitating them to become aware of their strengths and weaknesses. This continuous evaluation and feedback approach provides ample opportunities to the employees to share their work challenges with the management and hence improve their approach towards the assigned tasks with a focus on enhancing their performance.  
The compensation and performance rewards are awarded biannually which is facilitated by the continuous evaluations and feedback mechanism. This bi-annual process is supported by PerforMagic; an online system which enables the HR and the project managers to calculate the consolidative ratings of the employee’s performance. PerforMagic provides rating distributions ranging from 1+ to 4 where 1+ refers to star performance, 1 indicates exceeding of expectations, 2 refers to meeting expectations, 3 highlights partial fulfilment of the expectations and 4 indicated underperformance. 
Slide 6 – Transparency of PMS at Infosys
The most important aspect that we at Infosys focus on is determining the key resultant area (KRA), for which employees undergo a detailed discussion with their managers prior to finalizing it considering both individual and organizational goals. This mutual consensual approach of pre-setting KRAs eases the process of performance evaluation. As a first step, the employee is required to undergo self-assessment against the KRAs. The second step consists of team lead review followed by meetings with the project managers who are the final reviewers of performance of the employees. The points are allocated based on the performance of employees on a scale of 1+ to 4, where 1+ indicates excellent star performance. As a next step, the reports are sent to the higher management and sent back to the employee as an update to the performance evaluation. Employees are given an equal chance to share their dissatisfaction with the final report and hence they may have a meeting with their supervisor to review or reconsider certain aspects or grading of the performance. The final report is sent to the HR team where decisions related to awards and promotions are made. The company has invested in high-end technology and hence has digitized the entire system of performance management where all the concerned parties have access to keep track of the process as well as view evaluation reports. The employees and management can also view previous reports in order to compare the performance trends which helps in decision making. Therefore, this digital approach and continuous updating provokes procedural transparency. 
Slide 7 – Key ethical and respectful aspects demonstrated in the company’s PMS
The PMS at Infosys is objective where PerforMagic evaluates the number of tasks assigned and the performance of employees against each task which helps the managers in understanding the consistency trends. Likewise, the questions related to the employee’s demonstrated behavioral aspects and adherence to the company’s cultural values are also included for the managers which help in determining the capacity of an employee to take up higher roles in the organization. The company has clearly defined her ethical charter where treating employees fairly dominates while making sure that the employees are not discriminated other than their skills, capabilities and abilities. Likewise, managers are expected to clearly define and communicate their expectational criteria with the employees which enables the employees to keep in mind the parameters on the basis of which their performance will be evaluated. In addition to that, the management ensures inclusion of employees throughout the performance appraisal process which is another demonstration of company’s focus towards ethical an respectful behavior towards employees. 
Slide 8 – Key ethical and respectful aspects demonstrated in the company’s PMS (Contd.)
Through PerforMagic, employees are given access to their evaluation measures, so that they can review it and hence share their thoughts and concerns with the management before the final decision related to their promotion or award recognition is made. Meetings with project managers and team supervisors facilitate open and continuous communication as a step to discourage politicking. All these aspects are also mentioned in the document of “code of conduct” of the company so that the employees and the management are mindful of the importance of ethics and respectful behavior in routine activities as well as while undergoing the performance evaluation and appraisal activities. Besides that, the company has also devised an exclusive policy portal which is an internal repository of the company giving access of all the conducts, policies and ethical spectrums to all employees (Infosys, 2022). The company also expects new employees to go through the entire portal ensuring that they understand the values and hence follow the code of ethics and mutual respect throughout their association with the company.
Slide 9 – Key ethical and respectful aspects demonstrated in the company’s PMS (Contd.)
Besides that, the company’s Human Rights Statement is also published publicly and hence is communicated with the employees and management which is another gesture of company’s inclination towards respectful attitude and indiscriminatory practices (Infosys, 2022, p. 17). HR managers and performance evaluators are duly expected to follow the human rights statement throughout the performance evaluation and rewards process ensuring that the organization retains her brand image as an equal opportunity employer (EOE) where talents of the employees are valued regardless of their specific ethnic, religious or lingual backgrounds or affiliations. 
In addition to that, the company’s reports have clearly mentioned the share-based benefits that are also awarded to the middle managers and the executives based on their performance. This step is another clear gesture of the respectful attitude of the company towards employees which keeps them motivated and hence instill in them a feeling of being valued and recognized in the organization (Annual Report Infosys, 2017). 
Slide 10 – Key ethical and respectful aspects demonstrated in the company’s PMS (Contd.)
Primarily, the performance appraisal system results in three sorts of awards for the employees. First, performance incentives are awarded to the employees which may be either of monetary or non-monetary benefits. Monetary awards consist of performance bonuses whereas the non-monetary awards may include a sponsored tour, family dinner or benefits of similar sort. The second reward awarded to the employees post their performance evaluation is salary reviews. The star performers, either promoted or otherwise, may have a considerable increase in their salaries the percentage of which may vary depending on the management’s decisions and the aptitude of the employee. The third award of the performance evaluation is promotions which is awarded to the employees who have demonstrated a continuous progressive trend in their performance and hence the management considers them able to handle more responsibilities at a higher role. This promotional benefit certainly piles up several monetary and non-monetary benefits as well which may range from share-allocation to allotment of car and premium insurance plans at an executive and higher management level. As a token of appreciation, the star performers at the company are also awarded with STAR Certificate as an acknowledgement of their contributions and dedication towards the company. These benefits not only align with the general ethical principles that are commonly followed by the companies globally, but are also an embodiment of the company’s commitment towards the values, code of conduct and proclaimed integration of ethics and respectfulness of the performance management system implemented by the management. 
Slide 11 - Conclusion
Designing an ethical and respectful performance appraisal system requires field knowledge, experience and professional expertise, however, internalizing and institutionalizing it is a critical domain posing challenges for the HR managers. Likewise, eradicating the mismatch or gap between the actual performance of employees and the awarded compensation is another considerable aspect which not only disrupts the ethical dimensions, but also demotivates the employees (Tazakori, Feizi, Eisalou, & Rasouli, 2019). Therefore, at an organizational level, it is recommended for the HR managers to focus on developing a clear, transparent and accountable system of PM. In addition, it is also recommended to instill the organizational values into the employees through frequent trainings and discussion sessions ensuring that the employees are familiar with the organization’s ethical charter. 
This orientation of new employees at Infosys is a similar step that we have taken into the organization to ensure that the new employees not only understand but immerse into our ethically cultivated organizational culture where performance is not measured only on the basis of quantification of your productivity, but the extent of your demonstrated value-oriented behavior is also a contributory construct. However, the company believes in continuous improvement and process innovation, therefore the HR department is always on the verge of findings new ways to improvise the performance management system of the company while keeping pace with the modern and globally recognized trends of performance management. 
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