[bookmark: _GoBack]Understanding the link between Individual and Organisational Performance
On the Job Training Record
Background
Prior to studying for this module, I already had a basic understanding of the Performance Management Process from my previous role as a Business Manager managing a team of people.  This learning however has widened my understanding of performance management processes and their purpose, and has certainly enhanced my knowledge of current trends that Organisations are now adopting.  If employees bring the highest value to the organisation they work in, it’s crucially important that we get performance management right (CIPD, 2019).  
Current Approach to Performance Management
Our Commissioners set performance expectations for us to deliver and it’s vital we deliver on these; so as a business, achieving sustained organisational performance is critical.  Most successful organisations not only focus on achieving performance at an individual level but also focus on creating a culture of ‘high performance working’  with its employees being committed, engaged, motivated and driven to perform (Taylor, 2016).   We have a number of robust Performance Management policies available that provide guidance and clarity of the process.  Line Managers have access to a Performance Support and Management Framework; there is a Performance Appraisal policy along with a Performance Capability Policy.  In terms of reward and recognition, a Pay and Rewards Eligibility policy is also available along with a Colleague Recognition Toolkit.  
The Performance Management Process within Maximus tends to mirror the Performance Management Cycle.  The traditional system of performance management operates in a cycle that continuously refreshes, with the goals of the organisation being the starting point (Armstrong, 2016).  Within Maximus, targets are set at the beginning of the financial year and are aligned to the organisational objectives.  Performance is monitored and feedback is provided frequently at monthly check-ins with a Line Manager.  Whereas traditionally organisations only provided feedback annually and potentially when it was too late to make any improvements; the trend now is for the encouragement of more frequent, informal performance discussions (Armstrong, 2018).  Maximus delivers on this approach of continuous feedback and acts on underperformance immediately through initially offering a period of enhanced support.  Where employees may not achieve expectations set on the enhanced support plan, Line Managers refer to the Performance Capability policy. 
At Maximus, appraisals to review performance take place annually.  Criticism to the annual appraisal approach is that they are heavily admin based; they focus on past performance; very rarely discuss development in any detail and are open to bias (CIPD, 2019).  At Maximus, an appraisal moderation exercise takes place to ensure fairness and consistency in ratings.  At Google they operate a calibration process to eliminate bias where Managers of similar teams work together to provide performance ratings (Bock, 2015).  To recognise exceptional performance Line Managers refer to the Colleague Recognition toolkit.  

Thoughts on whether the current process should be revisited
The processes Maximus have in place are robust and clear and particularly on trend in terms of regular monitoring of performance and frequent feedback being provided; however there is always room to evaluate the impact of current processes and to potentially look at ways of further enhancing employee motivation and commitment.   
Many organisations for example are eliminating annual appraisals.  The first large professional organisation to do this was Kelly Services with Deloitte following suit shortly after (Cappelli & Tavis, 2016).    Rather than eliminate appraisals in Maximus, it should be a consideration to potentially replace them with 360 degree feedback.  This would widen opinion as feedback would also be received from peers, subordinates and Senior Managers making the process more fair and objective (CIPD, 2019).  It would also be worth reviewing how feedback is delivered at appraisals and where appropriate providing coaching on the benefit of having ‘Strengths-based’ conversations.  Focusing on enhancing strengths and identifying how these can be replicated in future performance can be a really effective approach (CIPD, 2019).  It should also be a consideration if further emphasis on reward and recognition would have a positive impact. The tools are available but potentially require further promotion so that individuals have a better understanding of what is available. Recognition is important when it’s deserved and is critical to achieving a High Performance Culture (Robbins, 2019).
It would also be worth considering how we strengthen our discussions around development as these aren’t currently separate to performance discussions in the main.  At Google, Performance and Development are completely separate conversations (Bock, 2015). Additionally, Personal Development Plans need to be promoted and embedded within the organisation as opportunities to learn and grow increase employee engagement (Armstrong, 2018).  
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