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Tai Tarian – Performance Management Evaluation
Based on my knowledge of the way in which Tai Tarian implement Performance Management (PM) and my learnings from researching this topic, I believe it would be beneficial for Tai Tarian to review its current approach to (PM). ‘Making a Difference Dialogue (MADD)’ is the current PM process which was introduced to the organisation in 2016. 
Positives 
Easily Accessible - What I like about the system is that the full PM cycle is documented in one place, (see Picture 1). This includes, Action Plan for success information for new starters, goal setting, Mid-term check ins, Year-end evaluation, Manager feedback, 121 Catch ups and Learning Needs. By it being in one place, Managers can quickly and easily access all information required on someone’s performance. 
Picture 1 
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Source (Tai Tarian, 2020)
Negatives 
Technology – The current PM process is documented on the organisations internal intranet site rather than a specific PM system, therefore, lacks many capabilities. The main concern is the inability to pull completion reports. Therefore, at every part of the cycle, the HR Team must manually check each employees PM record and collate the information on a spreadsheet. Only then can we analyse the data, e.g. completion rates of end of year reviews and feedback to relevant stakeholders. This is a major downfall which takes an enormous about of time. In agreeance with the Clear Review (2020) PM guide, I believe for our PM system to be effective, we need to invest in streamline technology.  
Annual Appraisal – The MADD cycle has 3 stages, SMART Goal Setting, Mid Term Review and Year End Review. At the Year-end review, everyone is given an overall rating which then goes into a 12-grid action matrix. In line with research by Harvard Business Review (HBR, 2016), I agree that the main negative of using this annual appraisal approach is the fact that an individual is being evaluated on past performance, rather than dealing with performance in real time and focusing on future performance. A work example of this, a Manager asked for my advice when rating a team member, due to a conduct issue 8 months ago. Instead of focusing on the individual’s performance, they were looking at something which was resolved at the time. Without advice, I do not believe the employee would have been given a fair rating on their annual performance, which could have resulted in a lack of engagement, leading to poor performance. (CIPD, 2016)
I take into consideration that when used effectively, performance appraisals can be a successful tool in aligning individual goals with organisation strategy (Marr, n.d).  However, I do not believe that the Managers within the organisation currently have the capability to provide effective appraisals. My experiences when working with the line managers is that they struggle with giving constructive feedback, although I appreciate this is quite normal concept (HBR, 2016b). 
Poor engagement with the process – Line Managers are the key to effective PM, however, they need to be supported by fit for purpose processes. (CIPD, 2019) Through 121s with line managers and focus groups with employees, it is clear that both find the current process ineffective, describing it as a tick box exercise. Line Managers seem to dread Year-End review, due to the time it consumes to complete, they also feel nothing happens with the outcomes of the reviews. Even senior management are disengaged with the process with one refusing to utilise the annual review process altogether.  
Summary
Although I have pointed out more negatives than positives, ultimately, I do believe the MADD process is a good concept at the core and was designed with the right intentions. However, I do not think communication and training at the implementation stage was as strong as it needed to be with the wider organisation. We need a process that gains buy in from the top down not just what OD believe is the right solution. 
With research highlighting the importance for change in PM and moving from the traditional annual cycle to a continuous feedback cycle (Xpert Hr, n.d.), I would suggest that Tai Tarian need to review whether a move to the new approach would be beneficial for the organisation. In the UK Performance Management Report (2019) more than 64% of employees responded that they felt they would benefit from more regular performance reviews. This is a powerful finding and one I believe Tai Tarian employees would agree with.  I for one would be excited and onboard to look at improving the current PM process. 
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