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As part of the CIPD course, students were put into groups to create an academic poster on performance management.  The poster was to include examples from students’ organisations, theories on performance management, links between individual and organisational performance and references.  The submission date was set as were the two group session dates set.  It was suggested that the first session would be held to plan all the work that would be needed to complete the poster, then work was to be carried out by individuals before the next meeting, then the group could reform on the following meeting date to complete the poster.  I was assigned to a group of four individuals from across Mid and South Wales.

During the first meeting, all four of us decided on the content of the poster together.  It was decided that examples of activities from a High-Performance Working bundle would be included as it suggests what is needed to encourage commitment and contribution (Taylor, 2016), the Black Box studies as this theory played an influencing role on performance management (Purcell et al, 2003), and how managers play a crucial role in the implementation and maintenance of the performance cycle (Armstrong, 2017; Taylor, 2016).  However, not enough information was agreed upon during the planning, for example one it was decided that one individual would write about 3 of the 11 activities in the bundle, what 3 was not specified.  The plans should have more specific so that there was no unnecessary duplication (Taylor & Woodhams, 2016).  A Whatsapp group account was set up so that constant communication was had to ensure the work was being done.  While there was a date set for the poster, there were no dates set in the interim for the smaller tasks.  Definite SMART objectives would have been beneficial (Ellis, 2016).  In between the two set meetings, very little communication was held within the group due to other commitments and priorities, which likely led to the last-minute collation of work.  Perhaps there should have been a motivator/leader on the team to drive the work and keep everybody on it (Belbin, 2018).  

The standard of work produced by each was different, leading to an overall inconsistency.  Tuckman suggested that teams go through different stages when they are set up, however I do not feel that we were together long enough to pass the ‘storming’ stage (Forsyth, 2014).  This could be perhaps due to our lack of communication between the two meetings, where we did not allow the storming stage to take place.  I feel this certainly hindered our production of the poster, as only two members actually did the work, while the other found excuses for not doing anything (one team member unable to attend the final formation meeting, which was unavoidable and not her fault). Perhaps if I felt more confident in negotiating I could have encouraged her to contribute more (CIPD, 2018).  
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