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Ateb’s performance management approach
Recently Ateb has adopted the Achieve Framework as a performance management tool in replacement of the traditional annual appraisal. The Achieve Framework focuses on; regular feedback; setting relevant objectives as and when necessary which align with the department and organisational setting; regular monitoring of progress; to identify areas of development; and to discuss the wellbeing of the employee, which in turn the data will be used as an organisational wellbeing barometer. The Framework asks managers to meet with their team members individually at least every quarter to review and refresh their Achieve log however, Ateb promotes more frequent Achieve meetings and informal conversations. 
The previous annual appraiser was not working. Managers begrudgingly completed the appraisal with their teams as they felt it was a tick-box exercise; this reduced the quality and the purpose of the appraisal as both manager and team member were not honest in their feedback. Taylor (2016) notes that performance appraisals are seen as a bureaucratic activity which managers see as ‘an end in itself’. Notably, Ateb recognised the annual frequency was detrimental; the period between setting and reviewing objectives was too long to successfully align team and organisational objectives, and the objectives may no longer be relevant after several months. 
The previous appraisal system only recognised line manager feedback which can be a narrow scope given the multi-team/agency working which many of the teams undertake. The Achieve Framework now encourages feedback from multiple sources including colleagues and customers which will provide a wider perspective of the individual’s performance and may identify areas of development. To promote the new environment of providing feedback regularly, all levels of management are receiving bespoke management training which has a strong focus on the importance of regular feedback.
Training and regular coaching is provided to all managers to ensure they understand the importance and purpose of the framework, how to use it and importantly to promote it as a strategic leadership tool. On the other hand, the framework has also been launched and promoted to all staff so they have an awareness of the framework and what Ateb hopes to achieve by replacing the traditional appraisal therefore, being transparent in its approach. 
It is believed by some that annual appraisals have limited impact whereas, evidence has shown that performance improves when employees regularly monitor their progress on objectives therefore, immediate feedback and focus on improvements is important. Open effective conversations and feedback should include a culture of trust, managers who are skilled in effective conversations and employees who are receptive and want to align to the organisation’s objectives. Furthermore, constructive appraisals should have a clear purpose, recognise achievements, genuine open conversation, agreed objectives and a continuous period of monitoring. Critics of the traditional annual appraisal suggests it is not frequent enough with a focus on previous performance instead of focusing on future performance and any developments required, feedback is only from one source such as the line manager and it involves heavy administration for both line manager and HR (CIPD, 2018).
I recognise that Ateb is adopting the changing trend of the appraisal system by replacing the traditional appraisal practice with a framework which encourages aligned and relevant objectives and regular feedback. Taylor (2016) states it is vital that managers receive appraisal training to be able to carry out appraisals effectively; whilst Ateb is providing training and coaching, Ateb need to ensure that this is a continuous process to maintain the effectiveness of the appraisal. The Achieve framework reflects CIPD’s advice such as having a clear purpose, recognising achievements and regular monitoring whilst also adopting practices against the traditional appraisal criticisms such as having frequent feedback and focusing on current and future performance. 
Taylor (2016) notes that the traditional appraisal is that it has a two-fold approach whereby it assesses performance and to identify development needs. It is problematic as when assessing performance, the appraiser will naturally focus on positive aspects and less so on the negative aspects therefore, will be less forthcoming about development needs; it is advised that organisation’s choose whether their appraisal system is for evaluative or developmental reasons to ensure it is effective. The Achieve Framework incorporates both performance assessment and identifying development needs however, the bigger focus is on assessment against progress of objectives therefore, I would suggest Ateb consider a different method of identifying development needs to ensure the framework is as effective as possible. 
Upon review, I believe Ateb’s performance management system reflects current trends and does not require change however, as it is in its infancy the framework should be reviewed regularly and changes made where necessary. The appraisal system has been challenged in recent years (CIPD, 2018) with criticisms and recommendations made therefore, Ateb should keep up to date with developments concerning appraisals to ensure the framework is continually effective and relevant. 
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