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Executive summery

Performance appraisal is a key factor in creating a productive working environment that can benefit the business and help the employee feel valued within an organisation. It essentially forms part of the physiological contract between the employer and employee.

With the current appraisal system there has been a suggestion by management and staff that the way in which job role competencies are recorded during performance reviews are not a productive effort and therefore needs to be addressed bearing in mind the restrictions imposed by central management.

By introducing a new check list for team leaders to fill out regarding comments on performance reviews, a local management review team can decide whether or not the employee has achieved a competency.

Local Performance Appraisal Improvements

1
Recommendations for performance appraisal improvements

In the past performance meetings have included writing notes about what the employee has been achieving in each period, but with no clear reference to any job role competencies, this means when an employee wishes to look at promotion  there is no clear evidence of what they have achieved and it is down to them to write a report of why they should be promoted or selected for activities based on their interpretation of the competencies is.

The current guidance on what will achieve competencies is set by a review team from central management and cannot be changed easily as the review team will need to engage with every business unit before deciding a change.. Each job role within the organisation does not have clear  guidance and is open to interpretation, so staff find it very difficult to ensure they are able to gain promotion under the current system.

The team leaders who carry out the reviews are not a high enough grade to agree whether a competency has been reached, and the management team that could potentially make the decision are too busy to do performance reviews with all staff.

A 'healthy' psychological contract is linked to the outcomes such as positive employment relations, employee commitment, motivation and job satisfaction. This means that, if an individual feels that they are treated fairly and their expectations are met at work, they are more likely to feel committed to their employer and motived to work hard for them. (Preston, 2006, P15)

Preston, D. (2006) B120 Book 2 An Introduction to Human Resource Management in Business, Milton Keynes, The Open University.

Based on the comments from both the management team and staff members it is felt that the best way forward would be to create a check list of competencies that have been achieved as agreed by a local management review team. This will be based on performance reviews completed by employees and team leaders.

1a
Methods that should be used

The recommendation provided should be to create a check list for team leaders who carry out the performance reviews which they can use to write down when they feel a job role competency has been achieved, and the reasons why.

Then there should be a local management review team set up to review said check list's against the performance reviews. The review team should be responsible for deciding if a staff member has showcased enough potential though their performance reports to pass any job role competencies that relate to their job grade or above.

This should then be highlighted within their personnel file as a check list to ensure that employees can refer back to this when needed, making them feel more valued and giving them clear targets to work too for improving performance in the future.

1b
Methods that should not be used

It has already been mentioned that the management team do not have the time to perform performance reviews, placing this burden onto local management teams would be counter productive to business needs as there are over 300 staff to be reviewed after consultation with the HR policy team.

There could be in-house training of team leaders to give them the skills required to approve the competencies, but the current policies in place regarding who can agree the completion of competencies dictate it must be above a team leader grade and this will not be changed.

Changing the guidance available for competencies has been ruled out in the short-term. It is agreed by a management team who consult every area of the business and to implement any real changes could take years and efforts are continually made to look into changes, but it can be slow to show signs of success.

2
Elements of human resource management that would need to change

In order to set up the review team, implement changes to the way in which team leaders perform performance reviews and employees showcase their completion of competencies there would need to be a change in the following:

    • Induction

    • Job Design

    • Performance Management and Appraisal

 Ensuring that all new starters are aware of the changes in which competencies are recorded is vital to the physiological contract between employee and employer.

Job design would need to be re-organised to ensure that local management, team leaders and employees are aware of their new responsibilities under the new process.

The entire concept of performance management and appraisal would be changed at a local level.

3
Some useful information regarding the HRM issue

The following site is a useful source of information on current  DWP competencies

http://www.dwp.gov.uk/about-dwp/working-for-dwp/how-to-apply/knowledge-skills/

And the following site is a useful site for more information on the psychological contract.

http://www.cipd.co.uk/subjects/empreltns/psycntrct/psycontr.html

The first site, dwp.com is where you will find guidance on the current DWP competencies. I found it very useful as a guide to determining how to think about changing the current system at a local level. It has links to every part of the policy regarding competencies and offers advice on how to write a competency report for promotions.

The second website is the CIPD, Chartered Institute of Personnel & Development. It is the website of the professional body for people involved in the management and development of people and can offer more advice on the physiological contract between employee and employer.

4
Conclusion

The need for the improvement of local performance appraisal was triggered by the reports of how  unhappy employee's were with the current process in place and the agreement from local management that something needed to be done.

A change to the way in which the team leaders record the completion of competencies and a local management team set up to review the performance reviews will ensure that employee's are able to showcase their abilities and feel more motivated in their job role which will ultimately increase productivity.

Restrictions from the policies set in place by central management and their refusal to help implement any type of short-term change has meant that the solution has needed to be creative and perhaps a little more complicated then it needed to be if there was support from the central management team.
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