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Neath Port Talbot County Borough’s performance management process
Neath Port Talbot County Borough Council (NPTCBC) has implemented two policies/procedures in relation to Performance Management. First one being the “Performance Appraisal” and the second one being the “Managing Performance Policy”.

Performance Appraisal 
(CIPD, 2019a) refers to a performance review (appraisal) as a tool for measuring employee performance in line with organisational objectives. They argue the importance of such a process in identifying area for growth and development and setting plans for this.
(NPTCBC, 2020) performance appraisal focuses on the importance of a two-way discussion involving both the employee and manager. When carried out well, it actively involves employees, helping them to understand what is expected of them. By setting agreed objectives and regularly reviewing progress, employees become responsible for their own performance.
Before designing an appraisal form, feedback from managers and employees were taken into consideration. 
The primary aim of a performance appraisal is:
· Focus on the discussions between managers and employees during the appraisal meeting, instead of just the completion of the form.
· Focus mainly on the previous year’s achievements and
· Enable the recording of future objectives and goals outcomes and development needs, including any personal career plans.

(Rees & Tymon, 2016) argues that performance management should not be regarded as an annual review and instead refers to it as the “employee lifecycle” and the management activities which could contribute to better performance at each stage. The advantage of such an approach can provide guidance to an organisation on what activities to introduce and when.
(CIPD, 2019b) refers to performance management as a continuous cycle which integrates a number of HR processes.
(NPTCBC, 2020) argues that although appraisals are carried out annually, performance management should not be viewed as an annual event. Managers and employees should regularly discuss and should give positive and/or constructive feedback in team meetings, during supervision/one-to-one meetings and informally, as part of day-to-day working.

(Robinson, 2009) emphasised the importance of frequent communications, team meetings and one to one sessions being pivotal in identifying clearly an employees’ expectations and goals.

Managing performance policy 
(NPTCBC, 2019) has a separate policy which provides guidance to managers on how to manage poor performance fairly, effectively and promptly. It emphasises the importance of managing performance as failure to do so will result in inefficiency and reduce engagement throughout the team. Managers are expected to address performance related issues as part of routine supervision with the aim of improving performance by setting clear goals and expectations. This policy should be applied in these cases.
(Robinson, 2009) highlights that where there is a concern with performance, managers should be confident and trained to take immediate action in rectifying issues and not allow the problem to fester as this could lead to conflict and morale within a team.
NPTCBC’s approach is very much the same based on their Managing performance policy. 
The policy also refers to the role of the line manager in bringing any under-performing concerns to the attention of the individual and to work closely with them to improve their performance. It highlights the importance of the line manager applying the use of the Council’s capability policy should an employee remain unable to fulfil the requirements of their role.
(Rees & Tymon, 2016) argue that line managers should be adequately trained and capable to represent general management skills such as leadership, mentoring and coaching. Not possessing such skills will naturally jeopardise the performance management process. 

Conclusion
Overall, NPTCBC’s policies and procedures relating to performance management are well informative and regularly reviewed. The question seems to be whether an annual appraisal approach should remain with many companies now adapting a more modern performance management process.
(Anticich, 2019) argues that performance management is now multi-dimensional. He states that “It is more dynamic and more connected to work outcomes, as well as sentiment and feedback. It may not be the anchor pillar of talent, but that doesn’t marginalise its importance. Teams, business functions and companies will only thrive if they raise their game. All hail the new world of performance”.
He argues that the focus should now be on developing a talent management strategy to attract, attain, and develop and upskill the workforce. An annual process does not seem to increase performance.
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