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According to the CIPD (2018a), Performance Management (PM) is numerous steps that are used to “maintain and improve employee performance” which coincide with the organisational objectives. 
A common way to manage performance in an organisation is by conducting appraisals. Appraisals allow managers and employees a chance to review performance and discuss training and development needs to improve their career pathway (CIPD, 2018b)
Coleg Ceredigion (CC) have recently adopted Coleg Sir Gar’s (CSG) new appraisal system where staff are appraised biennial (Coleg Sir Gar, 2019). The new system PEPi (Performance Excellence Plan) requires the employee to complete a self-appraisal electronically; scoring themselves out of 4 on different areas. Once completed, this sends an automatic email to their line manager who will then complete a similar form appraising the said employee and scoring them. The line manager can comment on the form that the employee completed. Again, once completed, an automatic email will be sent to the employee, instructing that a date for a formal appraisal with their line manager must be arranged. 
As the PEPi system is new to CC, the way that appraisals are now conducted has also changed. To help managers develop their appraisal skills and learn how everyone can benefit from the PEPi system, the college Principal held training specifically for line managers, which I was able to attend. 
The importance, objectives and benefits of appraisals were discussed, reminding managers that appraisals are a 2-way honest process and is used as an opportunity for both the appraiser and appraisee to gain an advantage out of it; such as, job evaluation, training and development and praise and recognition.
Employees can share their progress and issues, discuss Continuous Professional Development (CPD), discuss job evaluation and employee wellbeing. It’s important that employees are shown acknowledgement and are felt valued as part of a team/organisation. Appraisals enable managers to provide honest and constructive feedback whilst identifying improvements; suggesting CPD and career prospects and enhancing their relationship with the employee. Overall, organisations benefit from appraisals as organisational strategies, behaviours and objectives are reinforced; it’s a chance to utilise ideas and motivate staff so that they feel invested in, improve retention and staff performance (KPI, ND).
As CC and CSG are situated over 7 campuses (Coleg Ceredigion, 2019), the geographical locations can prove challenging when conducting appraisals. Therefore, it’s crucial that both the employee and line managers have planned and prepared for the appraisal e.g. location, date, time and what they wish to discuss. Often, managers are situated on campuses away from the staff that they are responsible for, therefore appraisals are a good way of ensuring a formal discussion is held. However, it can make managing individual performance difficult as they are away from the day to day on goings. Therefore, regular conversations must take place to ensure both employee and their line managers are kept up to date on workplace issues.
CIPD (2018b) claim that there’s much criticism based around appraisals; regular performance conversations are now preferable. 
CC also manage performance using 360-degree assessments; where employees collect anonymous feedback from direct colleagues as well as line managers(s). Employees receive qualitative and quantitative comments from these assessment (CIPD, 2018b). These types of assessments can enhance PM significantly and can be more advantageous to the employee as they receive constructive feedback from more than one source. However, they must be conducted sensitively with the employee in control, to avoid any conflict and rudeness between staff (CIPD, 2018c).
To maintain effective PM at CC, annual monitoring and review of the processes should be conducted; monitoring the way discussions are documented, employee performance and retention as well as reviewing organisational objectives to ensure staff objectives are aligned (ACAS, ND).
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