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Delegate Commitment

• Connect with your colleagues

• Respect confidentiality

• Be honest and participate fully in the session



Learning Objectives

By the end of the session, you will have gained an understanding of:

 The ethos and cycle of performance management

 The importance of constructive feedback

 The importance of regular feedback

 The role the PADR plays in performance management



Are you responsible for appraising a 
member of  your team?

Please use the poll in the chat bar







What is Performance Management?

“At its best, performance management is a holistic set of processes and centred on 

two-way discussion and regular, frank, yet supportive feedback of progress towards 

objectives”



How did we get here?

1915 – WW1 Officers were checked
1940's – 60% of companies document performance

1970's – Inflation up – Focus on performance

2000's – Organisational structure shift

2012 – Adobe ends yearly reviews





Why should we be doing this?

The Francis Inquiry report was published on 6 February 2013 and examined the causes of the failings in care at 
Mid Staffordshire NHS Foundation Trust between 2005 and 2009

The report identified performance management appraisal and feedback as a key element for identifying issues, 
assessing competency and making sure that individuals are given an opportunity to express their views and 
create an environment conducive to good quality care. 

Research studies show strong and positive relationships builds better quality of care, service outcomes, lower 
patient mortality rates, increased staff engagement and the quality of development reviews



What are the benefits?

» For the team member

» For the leader

» For patients, clients

» For the Organisation





BEST FOR You
O R G A N I C S  C O M P A N Y

Performance 
Management

13





Objective Setting
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•Foster a confidential and safe environment for sharing 
honest and constructive feedback 

•Employee feels motivated, valued 

•Frequent opportunities for manager/team member to 
discuss issues that affect performance at work 

•Manager can seek feedback about management style 

•Objectives stay current

Frequent Conversations are key



OK, but….



Conversation Starters





“Oh it’s ok, I don’t want to develop I 
just want to retire.  Do I even need a 

PADR?”





How would you provide constructive feedback on following 
scenarios: 

• If a member of your team seems disengaged.
• When a team member is rude to someone else.
• When a team member has made a mistake.
• When a team member has gone above expectations

Constructive Feedback





- Should be a summary of the performance conversations 
you’ve had through the year

- Should not be a paper chase

- Should be appraisee-led

The PADR



By the end of the session, you will have gained an understanding of:

 The ethos and cycle of performance management

 The importance of constructive feedback

 The importance of regular feedback

 The role the PADR plays in performance management



Post-workshop tasks

» Think of a ‘vague desire’ you 
have for yourself.

» Turn this into a SMART objective 
and email it to 
dan.blyth@wales.nhs.uk



Further Reading








