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preface

Successful organisations are hungry for feedback. They became
successful because of that hunger. Teams and individuals can
display the same determination to succeed. Successful teams put
considerable energy into assessing their performance and impact.
Team leaders and members share information from internal and
external customers and from suppliers. They celebrate success and
plan for improvement. Successful individuals are often equally
voracious in their appetite for feedback. They gather data both
formally and informally. They do not rely on an annual appraisal
to find out how they are doing. Usually they already know! For
them, the organisation appraisal process is, at best, a useful
supplement to the feedback mechanisms they have developed for
themselves, and a useful way of taking stock and developing or
adjusting plans for their future action. At worst, 1if the
organisation review process is deficient, it may reduce their
commitment to the organisation.

This book is about the performance appraisal approaches and
mechanisms that help successful organisations to build on their
success and to generate and meet the desire for feedback. The
book also acts as a guide for organisations that are currently
performing less well and want to do the things that successful
organisations do. In addition, it amms to support individual
managers who want to use performance appraisal to help them
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achieve their goals through the people working to them, in the
absence of,, or in spite of, their organisation appraisal processes. It
will help those who are introducing changes to an appraisal
process.

When 1 refer to ‘organisations’ I am including businesses, not-
for-profit, and goverment organisations. = People ’ within the
organisation include staff, enployees, associates, volunteers in
charities - anyone who contributes to the work of the organisation.

The book pays most attention to ways of designing and using
performance appraisal processes for individuals. I will demonstrate
that to dehiver results for an organisation, appraisal needs to be
part of a comprehensive approach to managing organisational
performance. Properly designed and implemented, performance
appraisal can bring life and vitality to individual performance and
create excellence. My intention is to steer readers through the
issues. The aim is to provide a “how to go about it’ book to help
those charged with introducing or revamping appraisal to decide
what needs to be in place for appraisal to deliver benefits to the
organisation. It will help to get those things into place, and help
plan and action the mtroduction or reinvigoration of an appraisal
process .

Central to this book are the notions that appraisal:

[ ] draws on, and can bring together, other aspects of
performance management-objectives, targets, etc;

[ is used to take stock of an individual performance;

[ covers a known review period;

[ has at its core a face - to - face appraisal discussion;

[] uses an informed appraiser;

[] usually occurs at least once a year;

(] provides an opportunity to recognise performance;

[] results in an action plan for performance maintenance or
improvement, eg through clarifying objectives, coaching,
monitoring, training and development goals.
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about the author

Bob Havard, MA, MPhil, FCIPD, has run his own
management consultancy practice since 1988, working in the
public, private and not — for — profit sectors. Havard Consulting
helps clients to link the development of individuals, teams and the
whole organisation. Earlier in his career, Bob worked in EMI's
Personnel Department at the time the Beatles were still recording
and was a Training Officer with Philips Electronics in the early
1670s. He has also worked for a youth and social work agency,
lectured at two universities and was a management trainer and
consultant in a management college. He has had a wide range of
clients, including Pearl Assurance, Groupe Schneider, Barnados,
the Ministry of Defence and a social services department.

He has helped introduce appraisal and performance management
processes mnto client organisations and has trained well over 1,000
people mn appraisal skills.

Other assignments have involved assessing organisational
capability, assisting the successful merger of three companies,
leadership and management development, HR strategy, profiling
people-management practices, innovation management, making
top team appointments and applying the EFQM Excellence
Model. He is a Fellow and a registered consultant of the
Chartered Institute of Personnel and Development, a licensed
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user of the Emotional Competence Inventory and a member of
the British Psychological Society .

Bob can be contacted at:
Havard Consulang

41 St Martins Road
Knowle

Bristol BS4 2NQ

Tel/fax: +44 (0) 117 9770050
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excellence and
managing
performance

what excellent organisations
do well

This book aims to support organisations that want to use perfor-
mance appraisal to help them to be acknowledged as, and remain,
excellent organisations. Therefore, it is helpful to identify how
excellent organisations operate .

the excellent garage

Andy runs a repair and maintenance garage. Over the
last 20 years he has moved from employing one other
person to employing 8, and now has custom-built
premises. The garage has always specialised in Citroéns
and Peugeots and has a very loyal customer base. Andy
is straight dealing and always looking to offer a practical,
qudlity service at the lowest cost locally, without taking
risky shortcuts.




