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It is apparent that whilst the organisation has adopted a number of high performance work practises many were not particularly effective resulting in our current organisational approach to PM being lacking and inconsistent, thus failing to encouraging high levels of discretionary effort. (Belt & Giles, 2009)
Recruitment 
There is no recruitment strategy and the recruitment process on the whole is somewhat hap-hazard.   Adverts do not enable potential candidates to self-select or understand if they are aligned with our organisational values. (Taylor, 2016 )  
Formal Appraisals, grievance and disciplinary processes
The current appraisal system is of traditional approach, being an annual event which is no longer suited to the needs of the employees who would prefer more frequent feedback. (Cappelli & Tavis, 2016)  Many of the managers and employees dislike the current appraisal process (Gaskell, 2018) and also fail to see their benefit and consequently they are either not completed or only completed as a tick box exercise.   There is also some evidence to indicate that there is a lack of trust between managers and employees when discussing performance which has a detrimental effect on the process.  (Gifford, 2016) .  There is both a formal grievance and disciplinary procedure in place and whilst they are effective on the whole, the emphasis is often on disciplining an employee rather than managing performance issues when they first arise through coaching and mentor.
Incentives and reward
Whilst the company pay an annual bonus it is not clearly linked to performance.  Even though the policy states that payment of the bonus is linked to overall organisational profitability and individual performance, employees do not have any KPI’s associated with their job roles by which they are measured for success.  This results in an increased risk of bias and sense of unfairness (Gifford, 2016) as currently everyone receives the same amount of bonus despite their level of performance or commitment.   On a positive note the company provide a number of other incentives such as parties and individual Christmas gifts.   Pay whilst seen as a hygiene factor (Mullins & Christy, 2013) is on the whole at a good level and the company will always acknowledge performance through pay although again this is not rewarded as a result of a structured approach.
Employee relations
Whilst the company do have an ICE committee it is felt that this is currently not effective at providing employee voice and needs to be addressed in order to increase the levels of participation and involvement in decision making. (Taylor, 2016 )  Communication is not always as effective as it could be although this is improving thought the medium of a quarterly newsletter and an introduction of staff forums.
Organisational culture
The organisational strategy and mission is not clear and is not clearly fed through the organisation, although we do have a set of values and behaviours which provide an indication to the ethos of the company.
Looking at some of the key areas affecting performance management it is evident that policies and practises are neither horizontally or vertically aligned resulting in them often being ineffective and having limited positive effect on performance.  The vagueness of the organisational goals hinders the ability to align performance systems so some clarity on this is essential.   It is also evident that our young and experienced team of supervisors and first line managers’ lack performance management training and subsequently do not understand the benefits of effective performance management and how to deliver it.  HR need to support the managers by providing training (Armstrong, 2012) specifically focused not only on monitoring, feedback and coaching but also correct use of the formal grievance and disciplinary procedures.   From a HR perspective a sophisticated recruitment strategy including job adverts that assist self-selection, relevant and detailed job descriptions needs to be created (Taylor, 2016 ) along with a re-vamp of the current annual appraisal system.   Whilst good levels of pay are existent there needs to be a review of the annual bonus reward to ensure that the reward given mirrors the performance to encourage the perception of fairness. 
Communication is improving but work still needs to be done to create a more involved workforce who feel that they are impacting on decision making.  This is quite a shift change from where the Company have been historically and HR will need to work with and influence senior management (CIPD, 2018) of the benefits of this approach before any major step change can take place.   
Despite some downfalls, the general perception of the organisation is one that provides job security, pays well and goes above and beyond for individuals in periods of need, however a more structured and aligned approach to performance management would benefit both individual and organisational performance.  (Tamkin, 2004)
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