

H U M A N  R E S O U R C E S  D I V I S I O N

FROM THE STAFF DEVELOPMENT & HR MANAGER  Ms Susan Small MSc FCIPD 

Direct line 020 7862 8101  ( Fax 020 7862 8080 ( e-mail susan.small@london.ac.uk

7 August, 2007
To Staff of the central University of London
As part of our commitment to ensuring our HR policies and procedures work together in a coherent fashion, I would appreciate your help in evaluating the current annual appraisal system.

As you know, all staff should be invited to an annual appraisal with their line manager.  Following the appraisal discussion, the completed paperwork (to be found on the University’s web pages here: http://www.london.ac.uk/123.html) should be sent to the HR Division in a sealed envelope (provided by HR) for safe storage.  Additionally, a Personal Development Plan should be completed and sent under confidential cover to the Staff Development Office.  This document is seen by staff in the SDO and provides in-put for the annual training programme.  In addition, PDPs are followed up directly with the staff involved to ensure that training and development opportunities are offered as appropriate.

All this documentation is then reviewed at the start of the next appraisal cycle.

Some criticism has been levelled at the documentation as being not focussed or precise enough for managerial needs.  However, it was always intended as an initial measure to re-introduce the concept of appraisal into the University after a number of years when many of the staff took no part in such a process.

Now that the current paperwork has been in place for a number of years, it is timely to ask those who use it for their feedback on its usefulness; and for suggestions as to how it might be improved as a performance management tool.

I would appreciate any feedback or comments you wish to give in free form; or if you would prefer to answer the questions on the enclosed sheet that would be most helpful as well.  If you would rather speak to me on the telephone, please do so (020 7862 8101).  Responses by the end of September 2007 would be appreciated.
Yours sincerely
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From the Appraisee point of view

How many times have you been appraised by your line manager?

Have you completed a personal development plan?

How often do you review your personal development plan?

Have you been on staff development events as a result of your PDP?

What was good about the process of completing the form?

Was the form a useful tool for discussion purposes?

What was good about the discussion with your manager?

From your point of view how could the process be improved?

What impact did the appraisal have on how you approach your work and its priorities?

Any other general comments or suggestions about the appraisal process?
Would you welcome an appraisal system that was geared more towards performance management (i.e. a system which encourages and supports good performance and enables managers and staff to address poor performance)?

From the Appraiser point of view

How many times have you conducted appraisals with your staff?

Have they completed a personal development plan as a result?

How often do you review their personal development plan?

Have they been on staff development events as a result of the PDP?

What was good about the process of completing the form?

Was the form a useful tool for discussion purposes?

What was good about the discussion with the member of staff?

From your point of view how could the process be improved?

What impact did the appraisal have on the way you manage the work of your team?

Any other general comments or suggestions about the appraisal process?
Would you welcome an appraisal system that was geared more towards performance management (i.e. a system which encourages and supports good performance and enables managers and staff to address poor performance)?
U N I V E R S I T Y  O F  L O N D O N

S T E W A R T   H O U S E   (   32   R U S S E L L   S Q U A R E   (   L O N D O N   (   W C 1 B  5 D N

T E L E P H O N E   020 7862 8000  (  WWW.LONDON.AC.UK


