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Performance management – linking people management to organisational performance

Pre-assessment

1. What are the main priorities in your current HR strategy relating to this area?

	     


2. How do these priorities support the pursuit of any wider organisational goals in the corporate plan or institutional strategy? Demonstrate where and how.

	     


3. What, if anything, has changed or developed that might affect your HR strategy in this area, since the strategy was prepared? And what implications do these developments have for your current HR priorities in this area?

	     


4. For this particular area of people management, how do the specific outcomes identified contribute to improved performance on wider corporate priorities?
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Evidence to verify and validate assessment:

· much of this is likely to be verified in the HR strategy and action plans

· feedback on HR strategy from HEFCE

· HR strategy may describe who was involved in its development 

· IIP assessment



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	a. There are clear objectives set for each of the main areas of people management work
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	b. There are measurable targets for specific areas of people management work
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	c. Objectives and targets link to wider performance goals in the institution – demonstrable link
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	d. Key stakeholders have been involved in helping to shape and develop objectives and targets for people management work
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	e. Relevant people management performance information has been reviewed in developing objectives and targets
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	f. Objectives and targets have recognised milestones of achievement against them –with identifiable timescales
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     
continues
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Evidence to verify and validate assessment:

· much of this is likely to be verified in the HR strategy and action plans

· feedback on HR strategy from HEFCE

· HR strategy may describe who was involved in its development 

· IIP assessment



	g. 
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	h. There are clear action plans linked to people management objectives and targets
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	i. The resource input required to support the achievement of objectives and targets is identified and available
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	j. People management objectives and targets are incorporated within a fully developed HR strategy for the institution
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	2. Procedures and skills
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· existence and use of relevant policies and procedures

· training and development on performance management 

· advice and support on performance management used

· incentive arrangements to reward good performance

· visible induction and probation



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	k. There are clear procedures for performance managing staff in the institution – including appraisal, capability, discipline, grievance and improving performance
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	l. Managers have the knowledge and skills to follow and utilise performance management procedures
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	m. Managers are given appropriate advice and support on performance management
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	n. There are good links made between performance management and staff development at different levels in the institution (e.g. by department, faculty and corporately)
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	o. Good performance is acknowledged and rewarded
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	p. New staff are given proper induction
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	3. Implementation
	Importance to HR strategy
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Evidence to verify and validate assessment:

· evaluation and reporting arrangements on HR strategy

· roles and job requirements are well defined in job descriptions

· numbers of staff successfully receiving induction/probation

· job contracts reflect performance expectations



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	q. The HR strategy and the objectives and targets it contains guides programmes of people management work (for HR function, for other managers and staff)
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	r. The HR strategy and the main programmes of work associated with its implementation are communicated widely to managers and staff
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	s. Objectives and targets in the HR strategy are reflected in business plans for various parts of the institution
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	t. Objectives and targets in the HR strategy are reflected in personal development plans and other action plans
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	u. Managers and staff review personal performance and set targets
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	v. Staff receive training, development, encouragement and support from their managers to improve performance
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	4. Performance monitoring and evaluation
	Importance to HR strategy
	Progress made so far
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Evidence to verify and validate assessment:

· description of the process in the HR strategy

· governance arrangements in the institution – personnel or staffing committee

· reporting on the successful completion of annual performance reviews/appraisals



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	w. There is a recognised process for reviewing performance against the objectives and targets contained in the HR strategy/other strategies and plans
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	x. Relevant stakeholders in the institution are involved in the review process for strategies and plans
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	y. The results of monitoring and evaluating performance against plans are reported to relevant bodies in the institution and are communicated more widely (internally/externally)
	 FORMCHECKBOX 





	 FORMCHECKBOX 





	 FORMCHECKBOX 





	 FORMCHECKBOX 





	 FORMCHECKBOX 





	 FORMCHECKBOX 





	     

	z. The data/information is available to monitor and evaluate performance effectively
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	aa. The results of monitoring help to refine and update objectives and targets in the HR strategy/other strategies and plans
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	ab. Performance evaluation takes place at all levels (from individuals to the whole institution)
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     


	5. Achievements and outcomes
	Importance to HR strategy
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Evidence to verify and validate assessment:

· quantitative and qualitative from performance management system – number of people appraised and their views of the experience (surveys)

· managers’ and staff perceptions on clarity of goals and objectives and the links between personal goals and wider objectives (IIP assessment)

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	ac. 

	Achievements

ad. The institution can identify where progress has been made against its objectives in strategies and plans with tangible results
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	ae. The achievements and outcomes on people management objectives and targets can be identified in wider performance achievements for the institution
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	af. Managers, staff and governors in the institution recognise achievements in improving performance and understand their importance
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	ag. Managers and staff feel their skills and abilities are being properly utilised
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	ah. Managers and staff are clear about what is expected from them
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	ai. Managers and staff are able to link their own performance to the performance of the wider organisation
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     
continues


	5. Achievements and outcomes
	Importance to HR strategy
	Progress made so far
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Evidence to verify and validate assessment:

· disciplinary and grievance cases successfully concluded 

· manager and staff feedback (surveys, exit interviews)

· caseload analysis



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	aj. 

	ak. Managers handle good and poor performance appropriately and effectively
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	The institution avoids or effectively manages the risks associated with:

al. Poor performance and poorly performing staff not dealt with
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	am. Managers lacking the skills and confidence to manage their own and their staff’s performance effectively
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	an. Staff feeling unclear about roles and responsibilities
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	ao. Staff feeling poorly informed and receiving insufficient guidance and support from their line managers
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	ap. Poorly managed grievance and discipline cases
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


Comments 

	Objectives and targets (main issues/conclusions)
     
	Implementation (main issues/conclusions)
     

	Procedures and skills (main issues/conclusions)
     
	Performance monitoring and evaluation (main issues/conclusions)
     


	Achievements and outcomes (main issues/conclusions)
     


Performance management – linking people management to organisational performance

Post-assessment

1. What does the work on reviewing inputs, processes, outputs and outcomes tell you about people management in your institution relating to this area?

	     


2. In the light of this analysis, what further actions do you intend to pursue – either updating your HR strategy priorities and plans or other actions?

	     

















People management self-assessment tool

People management self-assessment tool 


