Introduction

This presentation will look to give details of how managing performance correctly can have a huge benefit to how staff perform in the workplace. It will show that by setting up appropriate work practices and an effective performance management process that employees buy into as well as ensuring employees are fully engaged will result in both the performance of the induvial and the organisation improving. It will also look to show how your role as a line manager in partnership with HR can help develop and implement a performance management procedure that adds benefit.  

1.1 Explain the concept and key components of HPW.

Getting the best out of an employee is a fundamental part of running a successful business. It is therefore important that High Performance Working (HPW) is implemented by a company in order to ensure they meet their objectives. Although the actual definition of HPW is subjective Taylor (2016) suggests that it has been around for centuries and the early aspects can be traced back to Fredrick W. Taylor’s ‘scientific management’ theory. He adds that with the development of technology there was a shift from the more old school thinking into developing a better rapport with employees through good employee relations. In their report Wood, Burridge, Green, Nolte, & Rudloff (2013) quote Bells and Giles (2009) as defining HPW as, ‘a general approach to managing organisations that aims to stimulate more effective employee involvement and commitment in order to achieve high levels of performance.’ In her article Willyerd (2014) states the importance of a HPW quoting, “A high performer can deliver 400% more productivity than the average performer.” She goes on to say that if managed correctly a HPW will be more satisfied in their job and will be therefore less likely to leave. She does however suggest that by rewarding a HPW it could potentially lead to conflict arising from other workers who feel they are being hard done by. Taylor (2016) suggests that the most successful companies will adapt High Performance Work Systems (HPWS) which he states are, “a bundle of distinct human resource management policies and practices which are introduced in an organisation.” (Taylor 2016, pp199). He goes to enforce the importance of a good working relationship between an employee and the employer by saying that it is important that a company invests in all areas of the employee life cycle. This would include the very beginning by implements a robust recruitment process which allows a variety of candidates to apply, to then giving employees the chance to develop and reward them for their good work. As well as this it is a process that allows flexibility within the workplace and ensures that staff feel valued and feel stable in their job. 
 
1.2 Evaluate the link between HPW, competitive advantage and sustainable organisation performance.

In order to evaluate the link between HPW and organisational performance there have been many different forms or research. Taylor (2016) identifies a significant piece of research done by Mark Huselid at Rutgers University. He states that this detailed study in which Huselid sourced large amount of data from companies from various industries all of whom had over 100 employees showed that there was tangible evidence to suggest HPW had a positive impact on organisational performance, which resulted in a financial gain to the company. Taylor (2016) goes on to say that following the success of Huselid’ s research it was used as a template for future studies and he concluded that, “not all had quite such striking results, but in the vast majority of cases the conclusions have been broadly comparable with those of Huselid’ s original study.” (Taylor 2016, pp201). Taylor (2016) states another study that showed a positive link between HPW and organisational performance is Combs et al’s (2006) meta-analysis. As with Huselid’s study Combs et al (2006) had a large source of data with results showing HPW had on average a, “4.6% increase in return on assets and a 4.4% reduction in staff turnover.” (Taylor 2016, pp 201). These studies showed that if a company puts in place HPWP it will not only ensure a sustained organisation performance which will give them a competitive advantage but will also ensure the company continues to grow as well as keep staff turnover down. Taylor (2016) goes on to explain the link between HPW and organisational performance by giving examples of other studies such as John Purcell’s ‘the black box studies.’ These studies looked to engage with staff of different companies asking them extensive questions which resulted in them concluding that by implementing good HPWP within the organisation and implementing them effectively it would have a positive impact on performance. To conclude the research shows that when HPWP are in place it gives an employee higher job satisfaction which in turn increase their productivity. A company will then gain a good reputation and will become an employer of choice meaning a higher calibre of employee will want to work for the company.
1.3 Evaluate the link between HPW and employee well-being.

A company needs to ensure that the well-being of their staff is high on their priorities. This is because a happy employee will perform to a higher standard. This is evident in an article in Personnel Today (2018) in which they state that there is substantial proof that there is a link between the well-being of an employee and their performance. They go on to say that when an employee has a job that is classed as, ”‘Good work’ (jobs that are skilled, autonomous, supported, secure, with good work–life balance, good income)” it has a positive effect on both their physical and mental health which in turn results in them having a higher work attendance. In their report Boxall & Mackay (2014) explored the link between putting in certain HPWP and the well-being of staff. Their research concludes that when a company fully engages with their staff and allow them to be highly involved with work decisions it had a positive effect on their well-being which is evident by them stating, “The multivariate analyses show that high-involvement work processes are associated with greater satisfaction and better work–life balance and have no relationship with fatigue and stress.” (Boxall & Mackay, pp 14). In contrast their results showed that in companies where there was less HPWP in place and the emphasis was more on staff simply completing their role with little flexibility or involvement it was, “associated with greater fatigue, stress and work–life imbalance.” (Boxall & Mackay, pp 14). In her article for the CIPD Suff (2019) stresses the growing importance of focusing on employee’s well-being when they are at work. She states that by having in place effective process that encourage a positive working environment it will not only help satisfy individuals needs but will see the performance of the company improve. The CIPD developed their Well-being Pyramid which suggests that by having a solid foundation based on the culture, leadership and people management it allows a positive environment which will mean staff are happy in their job knowing their well-being is a priority with the tip of the pyramid being engagement which again keeps staff happy knowing their views and opinions matter.   


2.1 Define the main stages of the Performance Management Cycle and key performance management activities.

In order for a company to ensure that it looks to meet its objectives and continues to grow it has to put a high emphasis on developing their staff. This is done by having a robust performance management process in place. Roberts (2016) states the importance of this by saying that in order for the company to develop it needs to engage with their staff and put in place processes which encourage feedback and input in order for them both to grow. In larger companies with an Organisational Development (OD) department this would mean designing performance management policies which line managers would need to adhere to which allows staff to feel part of the company and ensures that their development needs are met.  Gifford (2018) defines performance management as, “the activity and set of processes that aim to maintain and improve employee performance in line with an organisation's objectives.” Taylor (2016) concurs with this as well as adding that in most businesses there are procedures put in place that not only ensures a fixed meeting in the form of  appraisals but also a regular open communication with staff in a more informal way. In order to do this there are systems put in place to get the best out of employees. Armstrong (2018) gives his insight into how an ideal performance management system would work. He suggest that there is three stages of the process which are;

1. Plan – This would be done early on in the career of an employee. Their role would be identified and they would be given instructions of what is expected of them. They would also look to put a plan in place of their developments needs which suited the employee as well as the business. 
2. Monitor – This stage would be done on a continuous basis where a manager would have an open dialogue with the employee and give feedback on how they are performing in their role. It would give them opportunity to help in areas that were not satisfactory as well as highlight anything that was a concern. 
3. Review – This would be done on an arranged date in a formal meeting in the form of an appraisal. This would either be done annually or at a set time frame as stipulated by policy. This meeting would be used to have an open and honest discussion of how an employee is performing as well as setting targets for the future which satisfies both the employee and the organisation. Any training and developing needs would also be discussed with a plan put in place.
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Although many companies do follow these processes Cappelli & Tavis (2016) suggest that a growing number of companies are looking at alternative methods when dealing with performance management.  They state that organisations are going against the norm as they feel that the standard yearly appraisal is nothing more than a paper exercise which does not benefit the employer or the employee. This view is echoed by Sloan et al (2017) who say companies are increasingly changing the ways they deliver performance management to role with the ever changing times.  

2.2 Evaluate the contribution of performance management activities to employee capability and commitment, and to recognising and rewarding talent. 

When practices are developed it allows staff to have a clear vision of what is expected of them as well as giving them the opportunity to put in place a development plan to path out their career. Taylor (2016) states that a common performance management process which is put in place is the ‘360-degree feedback.’ As with Armstrong’s theory this would give an employer the chance to meet up with an employee to discuss how they are performing and put in place a plan to ensure they are working to their maximum and meeting their career needs which in turn will benefit the company. By having this in place it ensures that an employee is responsible for their own career which again reflects on their contribution to the company and satisfies their role in meeting business objectives. Marchington et al (2016) give details of what is discussed in a formal appraisal and identify the positives that come from this. They state that when an employee feels like they are listened to as well as having their working needs met it will result in them being satisfied in their role and ensure they are fully committed to the company  which will improve their productivity. Rankin (2019) reinforces this point by stipulating the importance of performance management on the contribution of a member of staff’s capability to fulfil their role.  However, Allan et al (2019) disagrees with this approach and state that by meeting on an annual basis where statistics of how an employee is performing is discussed it will have a negative impact on the employee. They state that by simply going on a set date with figures it does not reflect the employee’s true performance, and results in giving anxiety to the employee which will mean they are less productive. It is important that when an employee is performing well that they are rewarded for their contribution. Cotton (2019) states that by recognising good performance it will result in a company having a higher staff retention and attracting a higher calibre of staff by being an employer of choice. Cotton does however lists some drawbacks to rewarding talent by stating it could result in staff feeling unappreciated by their employer who has just gone on statistics rather than the intangibles which cannot be formalised.      

3.1 Evaluate the role of line managers in performance management processes.

In order to implement the processes designed by the company, and the Organisational Development department in particular, when it comes to performance management line managers have a big role to play to ensure these practices are followed. This is evident in Marchington et al (2016) when they state, “Line managers are usually given responsibility for performance review.” (Marchington et al 2016, pp243). They go on to suggest it is therefore important that the line managers are trained to the required standard to conduct the reviews. They state a reason for this is evident from research done by Purcell and Hutchinson (2007) which concluded that the most common reason for staff being unhappy with the performance management process was the role the line manager plays.      Armstrong (2017) concurs with these findings and states that a reason why there has been a change from the traditional form of performance management process is the fact that line managers did not have the skill set to fully implement the policies designed to gain success. It is therefore important that line managers are in a position to be able to fully support staff when it comes to performance management going forward. ACAS (2012) reaffirm this by stating, 

“Line managers play a particularly important role in performance management. Research has shown that the key relationship in the workplace is between an individual employee and their immediate line manager, and that it is the line manager who has the greatest impact on the motivation and performance of employees.” (Source: https://www.acas.org.uk/index.aspx?articleid=3677) 

In her article Juneja (2015) advises ways in which the line manager’s role needs to evolve in order to get the best from staff through performance management. She states that to many managers the process is viewed as time consuming with little benefit to them. However, Juneja suggests that if managers can look to develop their skills and the processes it could result in a massive boost for all concerned. She suggests the following ways in which will aid the process;
· By providing leadership from the top. 
· By communicating with the line managers about the importance of performance management in driving successful results and how it is a part of their responsibility. 
· By maintaining simplicity in the overall process of performance management. 
· By reducing the pressure from the line managers by making the process an ongoing one instead of an annual review. 
· By involving the line managers in the design and development of the performance management processes by representing them in pilot studies.
3.2 Describe ways in which HR and line managers can work together in performance management processes. 
As HR has developed over the years to become a strategic business partner so has their involvement in setting out policies and procedures for line managers to implement in order to meet the business objectives. This is evident in an article by Juneja (2015) where she states, “The HR department today is a strategic partner and plays a vital role in pursuing a particular strategy.” This would result in HR being involved with senior management when putting in strategic measures in relation to performance management rather than simply being responsible for implementing and supporting them. Another way in which HR would link in with line managers to ensure the smooth running of performance management would be to ensure that line managers are appropriately trained to carry out performance reviews. Taylor (2016) gives details of this by stating two ways in which HR aid line managers is through;
1. Documentation – HR would develop different performance management documents for a line manager to use as best practice. This would ensure that all forms established are fit for purpose and would cover the grounds needed to get the appropriate information from the employee as well as setting targets which would be agreed by all parties. 
2. Appraisal Training – This is a key role for HR to play as it is imperative that line manager’s carry out an effective appraisal to ensure that the employee’s morale does not suffer. Taylor (2016) states the importance of this by saying a, “a badly done appraisal is worse than no appraisal.” (Taylor 2016, pp212). HR would therefore need to work closely with line manager’s in delivering good treating that develops the basic skills needed to conduct an affective appraisal.  
Another was in which HR will work together in performance management is by supporting them to develop a High Performance Culture. Taylor (2016) states that in order to do this it would require a large amount of staff buying into the philosophy of the company and getting them to go the ‘extra mile’. Although this is difficult to get to by HR working closely with line managers in ensuring staff feel valued through high engagement and a feeling of trust it can result in a company achieving the desired culture which would make it an employer of choice. 
Conclusion
[bookmark: _GoBack]This presentation has looked to give details of the link between performances of an individual and the company they work for. It has given details of what a high performing working is and shown how by a business putting this in place through high performing working practices it helps motivate staff as well as helps their well-being. It has then looked at performance management and the different ways in which this is delivered which again aids individual employees which in turn helps the company. 
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