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Task 1
Meet with your line manager or other relevant person to thoroughly understand your organisations approach to performance management. If possible, attend an organisational training course on performance management
Or 
If you are already familiar with its approach, evaluate whether or not your organisations approach needs a review, based on your reading of current trends. 

As I am already familiar with the performance management process within my organisation, I have evaluated whether or not the approach needs a review or if there are any improvements required to the current process. 
Currently, within my organisation, an appraisal system is used based on supervisions being carried out with each staff member on a regular basis (usually every 8-10 weeks). This is then followed by an annual appraisal review. When employees are in their probation, they have a six-month period where their performance is monitored, and employment is confirmed at the end of the six-month period if they have met the required standards of performance. If they do not meet the required standard, the period is either extended formally (objectives are then set for the employee to meet) or employment is ended. 
When employment is confirmed, the ongoing supervision is carried out as a 1:1 activity between the line manager and team member, with the discussion being documented on the organisation supervision form, and documented on the HR system. This discussion then forms a basis for clear objectives and a timeframe for these objectives to be achieved. 
The process was introduced recently (August 2020), as before the appraisal system was linked heavily to values of the organisation, which employees felt was too much of a ‘tick-box exercise’ rather than focussing on their individual performance and development. These comments were identified through the organisations’ employee engagement survey. 
The appraisal system is used as a lever to encourage self-development and autonomy with tasks, but also monitors performance with regards to formal deadlines and goals to meet by each person. These are then reviewed and once objectives are met, these are signed off and new targets are set. Employee development is also identified in the supervision, as training may be required on top of the company mandatory training programme, should the employee need more support in a certain area. Further education or formal external courses may also be discussed and agreed in principle, before being signed off by the executive team.
Even though the above process is new to the organisation, I feel as though the process is a step in the right direction to how performance should be appraised within an organisation. Many organisations take a less regular approach to performance management, usually just on an annual basis, which can be too irregular to give constructive feedback on things that may have occurred months before. Many models in performance management date back to Taylor’s Principles of Scientific Management (1909), which are far too outdated, particularly with the changes to the working landscape and technology over the past decade. McKinsey developed a report on performance management in 2016 that advised companies should move away from reflecting on things that have happened to “fact-based performance and development discussions, which are becoming frequent and as-needed rather than annual events.” (Ewenstein et Al., 2016) I feel that my organisation has moved towards this type of model, and can regularly give feedback where it is more relevant and useful to the employee. Even though an annual appraisal does take place still, this is more to discuss how the employee has developed through the year, using the supervisions recorded, and whether their performance has met the correct standard. Performance is also linked to bandings for pay and grading, so this is also discussed and approved if the employee has met this. 
Generally, as we have reviewed the organisation performance management process recently, I don’t feel at this stage we require any changes as we are still ‘piloting’ and evaluating how the process is working. Our next employee survey is due to be released early in 2021, so it will be interesting to see what the results tell us about the new process. At this point, once the feedback has been gathered and analysed, will we be able to decide if any tweaks are required to the process going forward. 
I will look to deep dive into the feedback received too, to see if employees feel that more regular interaction with their manager has improved their relationship and engagement with their seniors, to see if any improvements have been made. I will also be looking to see if it has helped to retain staff appropriately as they feel they are receiving more useful feedback and support. 
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