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ON THE JOB TRAINING – OPTION B: ‘If you are already familiar with its approach, evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends.’ 

According to Taylor, performance management is a continuous process between the organisation, line managers and employees on a daily basis (2016). When viewing our policies and procedures, written supervision meetings are held on a 8 weekly basis or 6 a year, with one being replaced by the performance appraisal. The performance appraisal follows the traditional content by evaluating what the employee has achieved well over the year, future aims and an analysis from the line manager. The employee section is completed prior to a formal meeting with both employees in an undisturbed location. 

For supervision meetings, it is suggested that at least 5 be held but can be more under the discretion of the line manager. As they occur more frequently, they concentrate on more current day to day activities and concerns but can refer to the progression of their appraisal aims and objectives. The headlines within the supervision form include Role and Performance Issues, Absence Entitlement, Potential Risks, Health and Safety Concerns etc. All of these meetings are recorded and kept on file (Taylor 2016). It is the line managers responsibility to ensure that these meetings are conducted every 8 weeks and that written paperwork is signed and filed within 2 weeks but any concerns raised during the meeting must be expressed instantly if they require HR advise and/or guidance. 

When reviewing the structure of the performance management process, it is clear that there is a continuous review of performance within the organisation. By comparing the supervision meetings to Buckingham and Goodall’s take on performance management,  it is clear that there are similarities between the frequency of meetings and achieving work tasks (Taylor 2016). Taking into consideration that the Association only employees 35 members of staff, with them being responsible for more than one area of work across departments, it is difficult to determine when a project has been achieved. There would need to be a clear guidance on if this would be examined on their contribution to the project or feedback would need to be taken from line managers of others within the group. Following on from this, it would seem that the current supervision meetings are more applicable to the structure of the organisation. 

Although, I believe that the rating system from the Buckingham and Goodall contribution should be taken into consideration within our Performance Appraisal meeting (Taylor 2016). Currently, there is no rating system and guidance for line managers to ensure consistency in the completion of the performance appraisal form. Historically, pay reviews have been highlighted by line managers and agreed following the completion of performance appraisals but there aren’t any formal proceedings to prove that an employee is more eligible than another. 

Going forward, if the association continue to increase salaries following a performance appraisal meeting, there should be a rating system in place to clearly identify that they have met the performance standard leading to a benefit. Rowe identified many negatives of implementing a rating process which included, providing a good rating to avoid destroying employee relationship, providing a rating on one area of their work and giving a generic ‘average’ rating than using the highest ends (1986). To avoid this, I would ensure that consultation meetings would be held with line managers to create a guidance on rating systems and completing appraisal forms. Also, conduct training sessions with real life scenarios to gather feedback from attendees on how to handle well (Taylor 2016). 

To take into consideration high performance working HR bundles and their contribution to achieving performance management, Baker’s Five Conversations Framework discusses these areas in more frequent and informal meetings. It includes all aspects of a performance appraisal but is split during the year with more focus on each topic (Taylor 2016). As an organisation which bases their employee budgets on content of appraisal forms and meetings with line managers, it is important that all appraisals are completed between December and January to ensure feedback is received before the beginning of the financial year in April. This includes planning training and development requirements, team structures, more resources and salary increases. By having the Five Conversation Framework meetings held throughout the year, ensuring that the same topic is discussed by 13 line managers every month, it is an extensive task for HR professionals to monitor.

Therefore, I believe that the current systems that the Association have in place are adequate. Although, there are suggestions to be made on incorporating a rating system and performance appraisal guidance to ensure consistency from line managers for employees. 
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