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When looking at the Performance Management practice at Tai Tarian I considered the workings of ACAS and the CIPD as credible sources to establish what good performance management looks like.
ACAS (2018) describes Performance management as “the arrangements that employers use to maintain and improve the performance of their workforce so that the organisation achieves its goals”.
According to ACAS (2018) good performance management should:
· “Help everyone in the organisation
· Encourage employees to engage with the goals of the business
· Improve the relationship between managers and employees
· Be fair to all staff.
· Importantly, performance management should help employees to better understand business strategy and how their role influences business goals”. (ACAS, 2018)

According to CIPD good performance management is critical for organisational success. The performance management system should create specific objectives aligned to organisation strategy, improve individual performance and in turn improve organisational development as a whole.  
key factors of a good performance system include:
· “Regular feedback and coaching
· Learning and development
· Goal setting
· Effective monitoring
· Recognition and reward” (CIPD,2020)

Tai Tarian’s performance management system consists of a process known as an Action Plan for Success framework and MADD (Making a difference dialogue) goals. 
The Action plan for success is started with new employees or those that transfer into new roles across the organisation. Generally, the action plan for success is run over 6/12 months and is related to salary increase. The advice given to line managers is that the job profile should be used, to draw on key expectations of the job and set goals with the ambition to be fully operational in the role once complete. Unfortunately, the job profiles are often vague listing things such as “having a gut feel to situations” as a key quality. This leaves managers unsure what to write, the guidance of setting goals does not refer to aligning with strategy organisational goas which both the CIPD and ACAS highlight as good practice. Some managers may automatically do this if they are in roles of a strategic level, but others and specifically new line managers are not aware of this. 
The lack of aligning with strategic goals is also seen through the MADD aspect of the performance management system. This is primarily used to create goals for employee, this appears to have taken over the traditional yearly appraisal, which Rushmore,K (2017), suggests is not fit for purpose. More frequent meetings such as on a monthly basis, can add value and more meaning to meetings, as they are more timely in response to achievements or issues (Rushmore,K,2017).
With encouragement some line managers have started using the system effectively but unfortunately there has been a particular rise in line managers using the tools to manage poor performance, therefore it is seen as a negative tool amongst staff and used as a destructive mechanism which, Taylor(2016) highlights as a criticism of the system if not used appropriately. This does not promote staff development, motivation, employee’s feeling of worth, purpose and expectations, through recognition, which is the intention of the Performance Management System (Purcell,J,et al,2003).
Feedback from the Senior Management team has been differential in relation to the Performance Management system in place, some have continued to use the system (all be it, with many not achieving what a performance management sets out to), others have told their teams to stop using it as it does not add value, the system is hard to navigate, and considered a waste of resource and time. With this feeding from the top of the organisation it is easy to see why things are put into the performance plans as a tick box exercise and not for development needs of employees. There is a clear disconnect throughout the departments at the organisation. 
Up until recently the management of the Performance Management process was undertaken by the Learning and Training section of the Organisational Development team. The HR team have recently taken over the management of these processes, investigation shows a variety of goals which have been set to achieve which are un motivational and lacking in clarity. Other managers appear to have taken the goals to the extreme and set unrealistic and unreachable targets, which ultimately would cause frustration amongst teams.
Tai Tarian has just delivered its most recent 5-year organisational strategy, therefore this is the perfect time to make positive change and direct line managers to best practice and a system which does what is desired to.
Now the process sits within the HR team improvement of the system is high on the HR agenda.
When considering changes going froward my Initial recommendations would be:
· Develop the system to be user friendly
· Develop working groups to encourage input from service users (encourage the Senior Management Teams involvement and buy-in to promote from top down in the organisation
· Develop and provide specific training on the importance of goal settings, the value of good performance management, and step away from yearly meetings, with potential integration of a monthly meeting between line manager and employee 
· Develop role profiles for clarity and with clear expectations, which in turn can be used within the implementation of any Action Plan for Success and MADD goal setting
· Encourage manager feedback and act on suggestions to improve
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