If you are already familiar with its approach, evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends.
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Background	
Much of how employers address the organisation of work comes from ideas developed during the 19th and 20th centuries for an industrial context. Today, many thought leaders as highlighted by Boon and Kalshoven (2014) describe the way human resource management (HRM) has evolved from a control of costs and people, to a process where organisations are looking at developing a committed workforce 
The old relationship between employer and employee that underpins the traditional approach to workplace management has been questioned for many years and as a result, many organisations have developed mechanisms which give employees greater flexibility such as time off in lieu (TOIL) or flexi-time. These terms are often used to mean different things in different sectors and employers. Although well intentioned, these can be seen as essentially “tinkering at the edges” plus they focus attention on time input and rather than on what is being achieved. 
The traditional organisation of work also undermines employee effectiveness by suppressing elements necessary to human motivation. Daniel Pink’s (2009) work in this area outlines how autonomy, mastery and purpose drive motivation:
· Autonomy – needing to be in control of what we are doing
· Mastery – an intrinsic drive to improving how we do something 
· Purpose – feeling that what we are doing is contributing to something greater
At Chwarae Teg we have a performance appraisal system called Achieve which has been developed as a method of working compatible with the needs of a modern workplace and workforce and is founded on research from diverse study areas including neuro-science, psychology and workplace analysis. Its aim is to improve organisational impact by maximising performance through building autonomy and accountability into the employer/employee relationship. It very much follows what CIPD (2019) deem as best practice. 
What has been developed has been significantly influenced by an American approach and widely adopted across private sector companies particularly within the high-tech sector. This approach is known as ROWE: results only work environments.
The underlying premise of ROWE is that instead of focusing on inputs, particularly time, it is better to focus on outputs and outcomes relating to business requirements – i.e. what is actually achieved as opposed to the effort expended on the activity. This requires:
· Clear mapping of what the work is 
· An agreed understanding of the work an individual is accountable for, and 
· A relationship between the employer’s representative (the Lead role in Chwarae Teg)  and employee based on mutual respect, honesty and a shared commitment to achieving the best outcome for the organisation.
The benefit for the employer is a more engaged, focused, agile, loyal, creative, effective and committed workforce.  Whilst the benefit for the employee is that they are clear about their responsibilities and accountabilities and have more control over their time and how they manage their work within an agreed period. This makes it easier to manage responsibilities within and outside of work.
How it works in Chwarae Teg
Chwarae Teg has a Strategic Plan which is reviewed annually and agreed by the Board. This sets out the vision and mission and our strategic priorities and operational goals over a given period.  The Leaders of different functions within the organisation work with their teams to translate these operational plans into team plans – setting out where their team contributes.  These plans are then divided into individual plans which set out what each individual’s contribution is. Through this process there should be a clear link between the work of the individual to wider operational objectives and ultimately to strategic organisational priorities.
The individual’s contribution is captured in our Achieve Sheets. These detail a backward and forward look over an agreed time period – at a minimum, quarterly. Each Lead meets with each person within their team individually and reviews set objectives  that were agreed to be achieved in the last period and looks forward and agrees what objectives will be achieved in the next period. If some agreed  objectives haven’t been achieved, there is a conversation about why this is the case and if needed, they are moved into the next period. If over time agreed objectives and outcomes are not achieved, this process generates a conversation about why this is the case:
· Are the agreed objectives & outcomes unrealistic?
· Is the person tasked with delivery unable to do the job? For what reasons?
In addition, the Achieve Sheet documents an individual’s contribution to Chwarae Teg’s DNA – our agreed value system within the organisation.
[bookmark: _GoBack]The achieve system of performance review works well; employees are motivated to work for the team and the wider organisation. Specific objectives are set, measured and reviewed not only at specific appraisal meetings but also in between. It is modern and forward thinking and delivers on strengthening core capabilities and softer skills needed for a modern workforce. Pay is not linked to performance, rather applied to all staff from board consultation. However, with such a flexible work environment performance is heavily managed, with ROWE being a clear focus for every individual. 
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