Ledw@\/ . 22/10/2014

Key Reading

* Derek Torrington, Laura Hall, Stephen
Taylor and Carol Atkinson (2014)
Human Resource Management, Ninth
Edition, Pearson (part 3, chapters 10-
12)

* Sue Hutchinson (2013) Performance
Management Theory and Practice,
CIPD
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lcebreaker

Discuss with a group of colleagues and
prepare a report back ;

= What are the factors that can affect an
individual's performance at work ?

* Which of these can be ‘managed’ ?
« Which ones can't, and why 7




Towards a
“‘Contract for Performance” ?

Torrington et al {2014) suggest that there
has been a general change in emphasis
in attitude to the contract between the
parties, away from a contract of
employment towards a contract for
performance

To what extent would you say this is true
for your organisation ?
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What Is Performance
Management ? "

“Managing individual performance in L‘
organisations has traditionally centred on
assessing performance and allocating
reward, with effective performance seen
as the result of the interaction between
individual ability and motivation.”

Derek Tomington, Laura Hall, Stephen Taylor and Caral
Atkinzon (2014) Human Resource Management, Ninth
Edition, Paarson, page 195
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Performance Management Systems
— "Hard” and “Soft"

Hard Approaches

Crganisational targets, frameworks like the
balanced scorecard, measurements and
metrics, with individual measures derfived from
these

soft Approaches

Developmental and motivational approaches to
aligning the individual and the organisation

Houldsworik, E. {2004) "Managng Fedemranca”in D, Reas (ed),
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Ideal Characteristics of
Performance Management Systems

= Top-down link between strategic objectives
and individual objectives

* Line manager driven and owned

= Alwving document with performance and
development plans, support and ongoing
review

« Performance is rewarded and reinforced

Crarak, Tomringbon, Laura Hall, Staphan Taylor and Canal Akinson
(#014) Hurnam Resourca Managamenl, Minlh Edilian, Pearsan,
page 167

Do thess ideals sgoly i your orgamsation !

The Performance

Management Process

1. Corporate strategic goals provide the
starting point for business and
deparimental goals

2. Agreement on performance and
development

3. Drawing up of plans between
individuals and managers

4. Continuous monitoring and feedback

Chartered Institute of Personnel and
Development (UK)
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The Performance Management Cycle
(Marchington and Wilkinson, 1 996)

Detarmining
Performance
Expectations

Managing

Performance Supporting
Standards Performance
t Reviewing &
Appraising

Performance
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Performance Management:
Underpinning Motivation Theories

+ Goal Theory
* Expectancy Theary
- Equity Theory / Organisational Justice

Goal Theory
(Locke, 1968)

* Clarity of goals is key in enabling the
employee to understand what is
expected and the order of priorities

+ For goals to be motivating they must be
sufficiently specific, challenging but not
impossible, and set participatively

* SMARTS - but short-term and danger
of measuring things that are easy to
measure but not most important




How effective do you believe your communication with your
line manager is in being clear on your objectives and
expectations? (%)

All  Private Public Voluntary

Very affective 19 19 16 27
Somewhat effective ar a8 45 43
Meither affectve nor

Inefective 21 22 18 15
Somewhat ineffective 12 14 10 1
Very ineffective T rd 8 5
Don't know 3 4 3 £

CIPD Employee Cutlock Survey, Spring 2014
Base: spring 2014: 1,960; private:1,378; public: 455; voluntary
0
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Expectancy Theory

« States that individuals will be motivated to act

provided :
- they expect to be able to achieve the
goals set
- believe that achieving the goals will
lead to other rewards, and
- believe that the rewards on offer are
valued

Organisational Justice
(based on Equity Theory, Adams 1963)

* Procedural Justice : the extent to which
procedures are perceived as fair, transparent
and robust

= Dustributive Justice : perceived faimess of
allecation of outcomes, e.g. pay, training,
promotion

*» Interactional Justice : perceived quality of
interpersonal reatment received, e.g
appraisal, coaching, feedback




22/10/2014

How important is it for you to know that you are being
considered for progression within your organisathon®? (54)

All  Private Public Valuntary
Very important 25 X 21 21
Fairly imporfant 3 38 38 36
Mat at all 38 = 41 43

CIPD Employee Quilock Survey, Autumn 2013
Base: 2,550; private: 1,814; public: 547; voluntany: 142

Video — Green and Clean
(Stephen Covey)

What can be learned about performance
management from this example 7

The Performance Management Cycle
(Marchington and Wilkinson, 1996)

Cetermining
Performance
Expactations
Kanaging .
Parformancs PE"F‘:F‘P"”':Q
Standards AT e

‘ Reviewing &
Apprausing

Parformancs




Supporting Performance

* The manager has a key enabling role, e.g
- Organising resources and training
- being accessibla
- helping to overcome barriers
- a "sounding-baoard”
- Identifying information sources and
other helpful people
- Coaching
How much suppert do you get from your
manager to help you perform 7 Why 7
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The Performance Management Cycle
(Marchington and Wilkinson, 1996)

Determining
Performance
Expectations
Managing :
Performance Supporting
Standards FRrRrTance

L Reviewing &
Al::q:lrais.ing

Performanca

Discussion

Discuss with a group of colleagues and
prepare a report back

* What do you see as the purpose of
appraisals 7

* How do you think the effectiveness of
appraisals can be improved ?
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Reviewing and Appraising
Performance
* Regular discussion with employees about
performance, either formally or infarmally, will

nelp to identify any problem areas and allow
remedial action to be taken promptly.

* Inadequate performance, particularly during a
probationary peried, should be identified as
quickly as possible, so that appropriate
remedial action can be taken.

Appraisals

* Regularly record an assessment of an
employee’'s performance, potential and
development needs

* An opportunity to

- take an overall view of work content, loads
and volurme

- ook back on what has been achieved
during the reporting period

- agree objectives for the next

Benefits

* Help to improve employees’ job performance
by identifying strengths and areas for
improvement and determining how strengths
can be best utilised within the organisation
and development needs met

* Help to reveal problems which may be
restricting empiloyees’ progress and causing
inefficient work practices




Appraisal is not....

= A substitute for regular dialogue

« An opportunity to raise a disciplinary
iIssue

It's a "stock check”

There should be no surprises !
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Common Misunderstandings

« Performance Appraisal is not the same as
Performance Management (PM) - PM is
much broader

+ PMis a process, not an event — it operates as
a continuous cycle

= PMis not done only in formal reviews or
appraisals -it is a day-to-day activity

Appraisal: Problems for
Appraisers

Prejudice

Insufficient knowledge of the appraises
Homs or halo effect

The problem of context

L 3




Appraisal:
Problems for All Pariies

= Paperwork

Formality

Lack of action

Lack of resources

* Appraising the wrong features
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When was the LAST time you had a performance review? [%%)

Within the last 6 months 33
Within the last 12 months 21
Within the last 18 manths &
Over 18 manths ago 7
Don't know/can't remeamber 7

Mot applicablefhave never had a performance review 27

CIPD Employes Outlook Survey, Autumn 2013
Base: 2,530

Emploiens that have never had a performance reviow [y tirmie with
employar) (%)

Up to 6 months G
B months = 1 year 44
1-2 yoars 34
2-5 yenrs 2B
E-10 vaars 18
1015 yoars 21
16=20 years 19
Maoge then 20 yoars 20

CIPD Emploves Oullook Suresy, Sutumn 2017
Hoage: 2500 up 1o @ moerihs: 198, & montha — 4 FRAn 168 -2 yaars; 205, 2=5 yoars
484 510 yaars: 641; 10=15 yaars: 363, 15-20vaars: 176, mare than 20 v 2
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What are the thres MOST important aspects of your performance
revigw? ()

Feedbackirecogniticn B
Davalopment spportunilies ]
Lindarslanding the Enk bebyeen pay and performance 23
Goslzalting 45
Rafnp/scoring 22
Sed-appraial 31
Oither 4

Dan't krow i2

CIFD Employes Outiook Survey, Autumn 2043
Baga: 2 580
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Considering your most recent performance review, how

would you rate it in terms of meeting your expectations? (%)

Met all of my expectations 32
Met some of my expectations 45
Met none of my expectations 13

Dot know 0

CIPD Employes Quticok Survey, Autemn 2013
Basea; 2 580

Appraisal Developments

CIPD surveys suggests that:

« There has been a move to more open
systems

+ Greater participation by the appraisee

* More emphasis on setting objectives and
MeasUrng performance

= Wider inclusiveness of employees

* Appraisal more likely to be a central element
of performance management

Do you see the same trends in your

organisation 7

11
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Models of Appraisal

* Peer review
* 360 degree appraisal - is it feasible 7

+ The management - staff mode| js still
the most common

The Johari Window
(Ingham and Luft, 1955)

* A Johari window is a cognitive
psychological tool created by Harry
Ingham and Joseph Luft in 1955 in the
United States

* Used to help people better understand
their interpersonal communication and
relationships

Solicits Feadback ——

Known to Me Mot Known to Me

Knowni
Chisa ARENA BUNDSPOT [ . t0 i
Feedback
or
Salf-
Disclosas Mot
FACADE LMK MNOWHN Ko
l to
Elthtr91

The Johari Window
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Video
Marking the Managers

(Upward Feedback)

* To what extent will this model of
appraisal work effectively in all
organisations and countries 7

« Why ?
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Geert Hofstede (1980)

* Questionnaire research of IBM
employees in 60 countries

Identified four dimensions which
comelated only with nationality

Power Distance
Uncertainty avoidance
Individualism
Masculinity / femininity

t d

Hofstede's Value Dimensions
Mational cultural elements

Power distance - degree to which equality in
distribution of power is valued.

Uncertainty avoidance - degree to which certainty,

lack of ambiguity, and conformity is valued.

Individualism - degres to which individual
dependence is valued rather than collective
interdependence and co-operation.

Masculinity - degree to which assertiveness,
hergism and matenal success are valued rather
than modesty, relationships and caring for
others.
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Appraisal
and Cultural Diversity

* Ensure appraisal documentation is framed in
language that is understandable to all

« Different styles of interpersonal
communication and self-presentation have
been found to characterise different cultures

- You may need to take considerably more
effort to encourage self-appraisal and two-
way communication with some groups

The Performance
Management Process
Determining
Perdormancea
Expectations .
M i
Bt Supporting
Slandards Performance
L Reviawing &
Appraising
Peformance

Common Problems of Managing
Performance Standards

« Poor performance not addressed — which
also demctivates high-performers

= Or over-concentration on poor performers -

lack of recognition, support, encouragement
and new challenges for high performers

Is your organisation guilty of either 7
If so, why does this happen?
And what can your organisation do about it 7
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How fair do you believe your organisation’s performance
management process is? (%)
Al Private Public Voluntary

Veary fair 14 18 L5 15
Somewhat fair 25 25 26 32
MNeautral 24 23 27 26
Somewhat unfair 17 18 14 14
Very unfair 13 11 19 5
Dan't kncw rd 7 9 g

CIPD Employee Cutlook Survey, Spring 2014
Base: 2 153,

Managing High Performers

* High performers are the stars of any
organisation and need to be nourished and
cherished.

* The reality is that they are often in danger of
being left to get on with things - both because
they can and because the priority is to deal
with poor performers.

* Yet it is our high performers that need
recognition, support, encouragement and
new challenges, so that they continue to
make a positive contribution and achieve their
best.

Principles of
Managing High Performers

* Identify hugh performers

* Focus equally on high and low performers
= Recognise achievement

- Broaden the reward mechanisms

* Provide new challenges

* Motivate and encourage

* Inspire others

= Adapt your style to high performers’ neets

22/10/2014

15



D ary af {he Toflowing affect the Ieadership capsbiiity of senlor, middie
andior front-line managers in your arganésafion’ (% of respondants)

ksl ki

Taar Verager Frordiles MensEis
L ra el ] iz
Emrmshon wwckngd of rparagars 12 ] il
Ty iriningiech o 0 e g R L H
e o ransas B kedenblp ol 1i F i 1w
Vammery gk bfiysws re Sarda revess Boreia 4 ki 33
E Svesa karn TEEHa
Maragen o cady pgaading cedr s es loliced w had okes 10 n EL
o kL N m ar EL]
W Ly 0 T b a0 (uel i i el 1% 1} bi |
v, ol e B kedrerwge ofeciey i3 Fo H
Narm e boh mrfdaros b ofecivefy e doomiororp T T 13
ravh & oy o devetep I reTEan
Tt ol being socessd of o ienr o ceWio)
FLEDN o GEGD Pl NROCE E e T o fard aTEn 13 3 I3
Bt BT IR T FERERC P, S TRy R ) PR = o 13

CPD bpmrey o) B igrmed Ly 1304, page T

22/10/2014

Performance Management
Questionnaire

Please complete the questionnaire about
how you see performance management in
your arganisation
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