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LO3: Evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends. 
High performance work systems (HPWS) are a created through careful formulation and implementation of HR policies, work systems and processes that enhances an employee’s output whilst enhancing their motivation and commitment (Frontiers in Psychology, 2018).
 All of the HPWS are individual, but when implemented in a coherent manner, they form a bundle of ‘best practice’ which together form the HPWS. The HPWS is about determining the types of jobs the company needs, recruiting and attracting the appropriate people and then evaluating performance and providing compensation (Simmons, 2011). 
‘Performance management’ is often the term used to describe the activities and processes that organisations use to maintain and improve the performance of their employees in line with the organisations objectives (CIPD, 2019). The three main activities involved with performance management include establishing objectives, ensuring that employees are accountable for their performance and output and improving performance through coaching and mentoring (CIPD, 2019).
Performance management systems include supervisions, appraisals, 1:1 discussions and team meetings, these may be held at irregular periods throughout the year, or even annually in the case of appraisals. Within my organisation, these more traditional methods are still very heavily relied upon today, with supervisions held every 3 months and appraisals held annually, however there is a recognition that these more traditional methods are becoming outdated with 71.3% of respondents feeling that their current performance management tools were not flexible enough (Hibob, 2020). These changes are largely down to globalisation and a more novel way of staff management, changes in IT and other ways in which people work.
With this in mind it is evident that our own performance management systems will require a review in the immediate future. Although supervisions and appraisals are held at the same intervals across the organisation, I have adopted a slightly different approach within the HR department to encourage team working, commitment, boost morale,  increase performance and ensure regular feedback is issued to staff by means of a two way discussion on a weekly basis, as well as carrying out supervisions and appraisals at the usual intervals. Throughout these meetings we discuss performance and set targets for the week or month ahead and I support my team to reach these objectives either through monitoring, support or additional training.

I believe that by investing time in my team and taking a genuine interest in their performance and wellbeing, without the need for tick box exercise an through genuine discussion, I have developed a strong, dedicated team. This is evident through staff turnover rates between my team and others within the organisation. To date I have retained all of my HR team, where as staff turnover rates across the organisation in general are around 25% per annum, which is below the industry average for a care organisation. This supports the study by Gallup et al that highlighted that discrepancies were greater in engagement between inter organisation departments rather than between companies. This factor was largely found to be down to the influence of the line manager and management style (Harter, et al.,2002).

In review, the basis for a sound performance management system are available within my organisation, with up to date HR Policies ad work and IT systems. I believe that there is an intrinsic link between line manager leadership styles and the performance and commitment of staff. The provision of a standard appraisal and supervision system ensures that such processes take place, however they do not support autonomy and can hinder development in that they become a paper exercise and despised by managers. It is the belief of some managers that these types of exercise are a waste of time and do not serve a sound purpose in enhancing the bottom line of the organisation or helping the organisation to meet its objectives. I believe that Line Managers and middle managers are the key to success and staff commitment as they are supporting their staff on a daily basis. Within my organisation, line managers need to be educated on the benefits and importance of such processes, and develop sound management techniques to carry out these conversation o enable us to get the maximum output from our employees.
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