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 Understanding the Link between Individual and Organisational Performance – On the Job Training – 5KIOP
On the Job Training

1. Discuss your organisation’s current approach to performance management with your manager and whether or not changes are required as a result of remote working or other implications of the pandemic. 

Organisations should consider not trying to do a quick fix when attempting to improve Performance Management (Science for Work, 2017).

HDUHB’s current approach has very much improved during the pandemic. The Culture and Workforce Experience department was established 5 years ago with two members of staff one being the Head of Culture and Workforce Experience and the other being Culture and Workforce Experience Manager. Recently it has grown tremendously with a lot of investment gone into the department with the Director of Workforce & OD taking the new approach as per the HDUHB Workforce, Organisational Development & Education Strategy 2020 – 2030 document therefore appointing 11 new staff members to the team.
During the pandemic the approach to Performance Management was direct messages through the management network to key leaders and managers about the importance of continual performance conversations in these turbulent times, to protect the well-being of staff as well as ‘checking in’ on the ever changing needs of the service. There were regular global messages to staff indicating how PADR conversations can support their personal resilience and psychological wellbeing in addition to regular global messaging sharing resources for mental & physical health and psychological wellbeing. This falling in line with the Performance Management Cycle (Plan, Act, Monitor Review) BrightHR (2021). 
Also, whereby Performance Management training provision had previously been restricted to ‘on-line guidance’ and/or physical attendance at a training session (provision of which has been limited due to OD staff availability), actions have now been developed and virtual Performance Management training sessions are available to staff and managers on a monthly basis. Re-positioning performance management processes as part of our ongoing cultural change programme will form part of the OD and Leadership agenda as we continue into 2021 and beyond.
With the expansion of the OD team performance management will be approached ‘pro-actively’ with Relationship Managers based on the hospital sites who will be the Organisations ‘eyes & ears on the ground’ to support leaders and collaborate with the Culture and Workforce Experience team, who will deliver bespoke interventions to improve team and leadership relationships.
Additionally, a coaching network has been established to support our leaders by upskilling them to have coaching conversations with staff to empower the staff to develop in areas where they need to improve.

Prior to the pandemic, the approach to Performance Management was face-to-face leadership training (Managers Passport & Passport Plus) and support from operational HR & OD on an ad hoc needs basis. The OD team also delivered bespoke Values Team building sessions with staff but again these were ‘reactive’ and usually as a result of an OCP or following an HR proceeding. The PADR process was often seen as a ‘tick box’ exercise by leaders. The pandemic has shown the organisation and the wider NHS that we need to support our staff to be resilient and allow time for reflection and development to enable them to be accountable and achieve their personal and team objectives.
3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement. 

It isn’t true that supervisors can precisely assess the performance of staff. Moreover, it is that ratings are still used by businesses. Also, the fiction that constant feedback helps with performance, for it to be successful it needs to be in line with the person’s aims and objectives (Science for Work, 2017).

Prior to the pandemic, there was a push within the Health Board for PADR’s. The Culture and Workforce department held meetings with managers to train on the process of PADR’s e.g. what is expected of the employee and manager and objectives that should be set. A number of documents were provided to them, being ‘performance appraisal development review’ along with a checklist for managers e.g. preparation, the conversation and the recording of the PADR also a checklist for the conversation etc. to the employee. Whilst the objectives are recorded on a document called the ‘Lean PADR’, the recording of the PADR dates needed to be inserted within the Electronic Staff Record and being the manager for ESR I attended the meetings at the end to confirm the process for managers in entering the dates onto the system. This to then show that the Health Board are complaint and working towards a reasonable percentage when the PADR reports are sent to Welsh Government. I have recently signed up to the Performance Management/PADR Training and I am awaiting an invite to attend.

Since the pandemic, the department has grown and there are new staff who will be taking over the PADR meetings of which I need to liaise with them to confirm the importance of the dates being recorded in the ESR system. Line managers have been required to take charge more for HRM (Hutchinson, 2013, p. 13).

Since having the meeting with my manager it was pointed out that there is a Performance Manager within the Operational Planning & Performance department which I was not aware and this has given me an insight that the Health Board are proactive when it comes to Performance. Therefore, I will liaise with them to take forward details for my portfolio.
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