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1. A)
Bluestone has a substantial performance management policy which is made up of many elements, including formal and informal performance management. Taylor (2016) notes that some processes can be informal and are done regularly by line managers and supervisors, whereas others can be set by HR and are more structured in a formal environment. 
The formal performance management system at Bluestone has undergone several changes recently. Buckingham and Goodall (2015) note that conversations about annual ratings are less valuable than conversations about actual performance, conducted at the time it happens. Therefore, the Learning and Development team have restructured the appraisal process so that managers have more regular feedback meetings with each employee, as well as the bi-annual appraisal. These meetings are fairly informal and do not have company-set questions, as different departments have different forms of observation and feedback. These informal ‘catch ups’ enable the manager/supervisor and employee to meet to discuss their performance as well as to feedback on actions for the future and to address any issues.  Currently, formal appraisals have just started to include the implementation of a Personal Development Plan for each employee; this will then create the basis for further informal feedback sessions and further formal appraisals. These appraisals take place every 6 months, which allows the employee to adopt the actions from the previous appraisal, which makes their improvement more measurable and realistic. However, there seems to be a lack of consistency in the format of the appraisal questions, whereas there used to be a specific appraisal form which needed to be completed. This could lead to some employees getting a more in-depth appraisal than others, which could de-motivate staff. 
For new employees at Bluestone, there are probation reviews which take place 2, 8 and 12 weeks after the employee has started. These have been conducted via the online L&D platform, however, there is no current data to show if managers/supervisors are completing these and whether they completed them on time. The last data, from 2018, showed that 40% of probation reviews had not been completed, and 50% of those completed were done late. In recent months, it has been decided that HR will take over the performance review process rather than it sitting with L&D. The reviews will take place on the recruitment system to allow one system to be used for recruiting and onboarding new members of staff. The reason it is important to complete these reviews at the right time is to make sure that the new employee understands what is expected of them and so the manager/supervisor can make sure they have received sufficient training and can identify any strengths and weaknesses. Davies and Kleiner (2001) note that the successful orientation of new employees if vital for any business. If this is not done the employee could have their probation passed without any issues being resolved. Therefore, by conducting these reviews it could lead to better retention and engagement, as well as increasing their individual performance.  
There has been a shift in the way staff at Bluestone are trained, with the Learning and Development team adopting the 70:20:10 approach. This is when learning is less focussed on classroom training; 70% of training is on-the-job, 20% is through social interactions, and only 10% is through classroom training. People Management (2014) reported that this method is effective but businesses need to encourage a culture shift so that L&D professionals have a change of mindset, taking it takes them away from a course schedule and instead giving employees the tools to acquire the skills they need in a way they choose. They also report that formal learning becomes more relevant and sharing knowledge with peers can make a difference to return on investment and engagement with learning. This method is therefore likely to increase individual performance as they will have the abilities and skills to enable them to do their job. 
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