Reflection on own performance management skills
The traditional concept of performance management is commonly defined by the annual appraisal system, or irregular supervisions with where SMART objectives are discussed.
Within my organisation supervisions have to be held every 12 weeks due to a regulatory requirement, and appraisals are also held annually. I am responsible for managing a team of 3 HR professionals and I take a slightly different approach to the company wide processes.
I understand that my team value regular feedback which helps them feel engaged and motivated and with this in mind I meet with each member of the team on an individual basis every month. During these meetings we align the company’s objectives with their own personal objectives and set SMART objectives which are achievable. During this meeting I provide feedback on their performance over the month and areas for development or praise. It has been fed back that staff feel more valued when these supervisions are held on a regular basis.
I encourage my staff to take control of their own area of expertise, rather than micro-manage. I aim to support my team to achieve their goals and provide them with the skills and encouragement that they need to achieve these. This has proven successful and can be evidenced through the amount of discretionary effort which is input in contrast with other departments and job roles. Turnover is also low, and the team are well established, and have excellent team working skills and morale.
During our supervisions, we also discuss the organisational vision and objectives, and review how our departmental strategy aligns with delivering these objectives. We then look at the individual’s role in delivering these objectives and remove barriers to this success.
Although I agree that there are flaws with the original performance management system, I also think there is still some validity in it’s concept today, and through a combination of adaption, inclusion and implementation of more updated and regular practices the performance management cycle is still an effective tool when used properly today (skillsyouneed, 2020).
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