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Understanding the Link between Individual and Organisational Performance – On the Job Training 

Understanding the Organisations Approach to Performance Management 

On meeting with the Head of Service Development and Integration for Ceredigion, Matthew Willis, and discussing the health boards approach to organisational performance management a lot of developments are taking place.

Performance management in the health board is developed from the corporate strategy.  The Executives set objectives each year and direct them to the County Directors who in line set objectives to their service delivery managers who they line manage.  The service delivery managers dependant on their objective will then set the objectives for line managers below them.  Line managers will therefore set team objectives for their frontline workforce based on the strategic vision and service objectives, whilst ensuring they are meeting the requirements of the organisations strategic vision, objectives, aim and goals.

Within Hywel Dda University Health Board (HDdUHB) there is a substantial portfolio of Performance Management policies and procedures, which interlink, and these are also known as high performance work bundles. According to Taylor (2016), high-performance work systems comprise of a bundle of distinct human resources management policies, procedures and practices.  Performance Management also includes under performance which is required to be dealt with in an appropriate timeframe.  This bundle consists of Grievance, Disciplinary, Capability, Dignity at Work and Managing Attendance.

The performance management cycle within Hywel Dda consists of an annual Performance Appraisal Development Review  (PADR) system; these are linked to pay (this is to ensure that each individual holds a current PADR, if not, it will affect their pay increment along with their manager’s increment) and also e-learning which is required to be at 100% compliant for mandatory training.   Some department manager/line managers have regular 1-2-1’s with their staff and others have informal discussions.

The Performance Appraisal and Development Review (PADR) is a 4-stage ongoing cycle of learning which reviews knowledge and skills and personal objectives to identify further learning needs; identifying and agreeing a timeframe for any learning needs and developing a Personal Development Plan (PDP) with date of next review.  PADR compliance is reported as a Tier 1 Performance Target of national reporting to the Welsh Government (Wales NHS, 2011).  PADR’s are reported on the Employee Staff Record (ESR, n.d), this is a Standard 22 of the Healthcare Standards for Wales (WAG, 2005).

Recent financial performance has been critical.  Each department within the hospital is undergoing regular monthly financial performance reviews, which involves ward managers, the general manager who are the budget holders and finance.  Thus, enabling ward mangers to better understand the running of the wards finances, attrition rates, sickness levels and rosters.  The ongoing process has involved the County Director to discuss the Bronglais Team   financial performance as a whole, to ensure that budgets are not exceeded, and workforce plans are in place.  These performance meetings are carried out by the Director every month to ensure that unscheduled care, community and Bronglais as a whole is running to budget and fully staffed.   

I feel that the system could be improved, but in a bureaucratic environment brining about change involve trade unions and national agreements and the Board of Directors.
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Poster Reflection

The group consisted of Sarah Chislett, Shelley Dony and Kate Hudson.  On reflection we could have worked in a more organised and systematic way.  We were too far away from each other geographically, so it was hard to work together.   I feel that if we had the opportunity of having more time, we may have been able to organise a VC link to discuss what everyone was going to complete.  On reflection it was rushed and disorganised.  We had discussed certain colour schemes and what we intended to put into the poster but had not had time to discuss how we would present it.   I do not think we had time to think and discuss every part of the post.   Each of us had certain items to write and distribute to each other, but there was no contact until the night before and it was very rushed.  Kate had contributed the most, I had contributed information on the black box, but felt that what was discussed in class had not transpired.  





Discussion with the Senior Workforce Manager regarding my progress on the CIPD Map.   

I currently work in the for the County Director as Personal Assistant, I have a lot of exposure with working alongside Senior Management, Directors and Executives.  Discussion took place with the Workforce Manager whilst considering the Performance and Reward section of the CIPD Profession Map (CIPD, 2013) and the appropriate banding at level 2 (CIPD, 2020).

It was decided that and Driven to Deliver would be an appropriate development strategy to enable me to drive and get thing done.  Having experienced being in a team which was disorganised on completing the poster, which is a total opposite of how I perform.   I’m currently involved in a Chemotherapy project and am tracking engagement activities and ensures deadlines are met.

[bookmark: _GoBack]Development opportunities were discussed and any course/meetings that are put on internally within the Health Board I could attend;   some background reading on the CIPD website with regards to performance and influencing and any articles in Personnel Today, LinkedIn or People Management and Xpert HR and text books would help along with attending any engagement event/activities when planned.  
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