Task 2 – Discussion with line manager and review of performance appraisal process.
Background & context
The current Performance Appraisal process has been in place since 2014 and as part of our Transformation objective to create an efficient, cost effective and modern Council, it is essential to review and update our Performance Appraisal process.
The new process would align to the new Service Plan priorities, our behaviour standard that reflects the preferred culture of Purpose, Learning and Results and also supports the move towards Smarter working along with the desire to be a more digitally competent organisation. 
Current status
Performance appraisals are currently paper based and completed on an annual basis with a mandatory interim half yearly review. Set objectives are included that align to the authorities’ Corporate and Service Plan priorities.
There are some employee exclusions, including those on casual contracts and new starters. Group appraisals are also an option within some teams where roles and objectives are consistent e.g. Customer Service Centre staff.
However, reported completion statistics for Performance Appraisals shown below, highlights that there has been a potential reduction in completions since 2015.
	2015
	2016
	2017
	2018

	72%
	74%
	30%
	13%



Review of current process
The purpose of a Performance Appraisal is to achieve and maintain productivity. A good appraisal process will ensure that individual job objectives are linked to organisational goals, provide valuable feedback and consider employee development. An employee will understand how well they are performing and an effective appraisal can motivate an employee and help them to feel valued, particularly in challenging times. 
· Research undertaken by The Chartered Institute of Professional Development (CIPD) reveals that the annual appraisal is being replaced with regular themed performance conversations, proving to be more focused and engaging with day to day challenges.
(CIPD Podcast Strength in numbers: What’s new in performance management 2017 a)
(CIPD 2016) reports Assessing What Works in Performance Appraisals Dec 2016 and Strengths-based Performance Conversations trial (CIPD, 2017b)

· A themed conversational approach has been adopted by a number of large private sector organisations including G.E. and Microsoft. In 2012 Microsoft felt that their annual Performance Appraisal approach had a negative effect. In 2014, after using the conversation approach 70% of managers reported a positive impact across the organisation.
(Baker 2013)
(Mind gym Reinventing Performance Management 2016)

· Comparison with other local authorities with similar demographics to be researched.

· Questionnaires and focus group feedback has highlighted the following employee opinions in PCC:-

Talk to my LM regularly which is much better and we have a good relationship
Needs to be a change in focus. There is no monetary incentive and job security doesn’t exist any longer so what is the driver to do or complete them when we are all under pressure with staffing and work load. Becomes a paper/tick box exercise
Flexibility – need to be more of a discussion, trying to fit things in to boxes
Size of teams should be considered – Does everyone need to undertake one? Staff who are school cooks only working 2 days a week, no aspirations and have regular chats catch ups with them. 
Is out of date the minute it is written and sits in the drawer for 12 months until the next one
70 employee out of 75 employees still felt there was a need for a performance appraisal process but with a focus on development
Long drawn out paper exercise with no value, corporate spiel
· We need a process that can integrate with current internal HR systems, able to provide beneficial data linking personal characteristics with productivity. (Bolton and Payne 2013) 
(Taylor and Woodhams 2016) 
(CIPD 2020).
(Torrington, Hall & Taylor 2008).

· Does one size fit all? We have a diverse workforce: - those office based in corporate style roles and those in vocational roles.

· We have employees who undertake more than one role in the authority. 

· Cost implications will need senior management and cabinet approval.

The following options are to be considered.
	Review functionalities
	Option 1
iTrent
	Option 2
iTrent Check ins’
	Option 3
POD

	Access available to all staff via Employee Self-Serve
	· 
	· 
	· 

	Line Manager control and update of staff Performance Appraisals
	· 
	· 
	· 

	Ability to update iTrent with information
	· 
	· 
	· 

	Ability to audit completions with ease and store information electronically
	· 
	· 
	· 

	Monthly 1-2-1 functionality
	
	· 
	· 

	Ability to electronically link an employee with more than one role
	
	
	· 

	Ability to create and link to an individual development plan
	
	
	· 

	Access via range of mobile devices i.e. iPad, mobile phone
	
	
	· 

	Option to develop system to incorporate sign offs for risk assessments and mandatory safety procedure training
	
	
	· 

	Option to develop system to include further corporate initiatives
	
	
	· 

	Ability to link mandatory training to job role specification which would support induction process and allow for the tracking of completions and the audit of mandatory training
	
	
	· 

	Ability to trigger mandatory learning renewal to Line Manager and employee
	
	
	· 



None of the options explored possess a Welsh functionality. However, we would still be able to meet the required Welsh standards by providing a paper option if requested. 
[bookmark: _GoBack]This is a piece of work that is an ongoing part of my project portfolio. The desire to ‘move’ the process online will compliment the preferred current working from home status. The roll out of this approach will now be eased by the upskilling of employees driven by the Covid-19 pandemic and the necessity to effectively use and communicate online. 
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