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On-the-job Training 
Evaluation of Premier’s approach to Performance Management
The Premier current approach to Performance Management has been in place for seven years and follows an agreed process flow;
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The process and tools were designed by Human Resources around  the more traditional approach of an annual appraisal with a mid-year review and follow two principles, those described by, Taylor, (2016), as behavioural assessments and out-put based assessments;
Managers conduct a Behavioural Assessment  by reviewing performance on how the employee has conducted themselves during the assessment period against the company values, for example, have the company values been upheld and how has the employee demonstrated the company values, 
 Managers are supported in how to make that judgement with a Values Matrix;
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The Output-based Assessment part of the appraisal is achieved by setting targets and objectives in accordance with Smart Objectives, (Doran, 1981).  The company believe this is an appropriate tool to utilise in the appraisal process and is supported by, Taylor, (2016), as a useful approach which provides clarity for both the employee and manager.  The Premier appraisal form in attached in Appendix one.
Managers are expected to complete the standard form and score the employee against the Premier Values and also against the objectives and targets that were set at the last review, which may have been on completion of a probationary period, the mid-year review, or at the last annual review.  Managers and employees are together encouraged to complete a personal development plan.
Competency frameworks, described by (Taylor, 2016) as a more sophisticated approach have been introduced for some skills-based roles such as tradesman, allowing the business to identify skills gaps and learning and development requirements, however, as (Taylor, 2016), also identify this is a time-consuming process and with employees meeting these criteria being nationally and remotely based, it can be difficult to meet with them all on a one to one basis, a point on which Reilly, (2016) also highlights as an added challenge for managers. 
In Premier, the Performance Process has mixed reviews,  in accordance with the expectancy theory, (Vroom, 1995), some employees are motivated to take part in the process because it is perceived as part of the process to achieve reward, such as promotion, the annual pay review or achievement of bonuses. However, others review it as a negative experience and an opportunity for Managers to give a “telling off” which originates in poor communication and Manager competency of handling the process, Reilly, (2016), lists upskilling Managers and clarity of the process as two of the key performance management tips for success.
Premier recently took part in the Chwarae Teg Agile Nation Programme Chwarae Teg, (2018) which provided Line Managers with training; Performance Management: Appraisals and Feedback.
Room for Improvement?
On reflection, the appraisal forms seem cumbersome, Managers appear to struggle with completing them at the time of the appraisal and seem to be behind with their completion, therefore it would be sensible to set up a workshop with Managers to understand how the documentation could be improved.   
To improve communication and increase the positive opinions Premier would benefit from investing further in Manager training, which according to CIPD, (2018), provides Managers with the required skills to improve the process, develop their own management skills and also develop the organisational culture through the Line Managers.
75% of Premier workforce are based remotely, given the logistical  issues in appraising all employees within the appraisal period (September – November) Premier would benefit from introducing continuous appraisals, this would allow Managers to  carry out reviews all year round, the company may also benefit from setting Managers a KPI as part of their own performance measures, to complete an agreed number of appraisals per month, by doing so, the company would also benefit from some other benefits of continuous appraisal, (HR News, 2017):
· Employees always know where they stand 
· Timely and Actionable Feedback 
· Constant Opportunities for Development
· Managers have a better picture of Employee Performance
· Improved Ability to Close Skill Gaps

Appendix One
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