	Contribution Level
	Definition

	Not assessed
	Assessment not made
Could be due to either (a) a long term absence such as sickness or maternity leave and an aggregate of 9 months service has not been delivered for assessment to take place or (b) Being under formal capability procedure during the assessment year.



	Performance Improvement Required

Did not deliver all the targets set and/or demonstrate the required behaviours.

	Targets may change or be removed throughout the year and it is acceptable for the assessment to reflect these changes.  However, if all targets are not met, and the change/removal has not been negotiated and agreed between the individual and line manager, then this level will be awarded.  Targets and expectations must be achievable and, where necessary, these should be amended at the mid year review.  

Assessment at this level will recognise that the person is travelling in the right direction – which is why they are not having their performance managed under a formal process.  

Assessment at this level will recognise where an individual on a career grade has not achieved set or expected outcomes within the year,  Where career grade outcomes have not been met due to a lack of resources, the individual should not be assessed at this level.

This is a reflection of an incomplete delivery.  Among other reasons, this may arise when an individual has had a period(s) of absence, which means that they have not had regular attendance or not performed to their usual standard.  As a result their contribution is not as expected.  In the team context, it may be that they have not been integral to the overall team successes.  Managers may seek further guidance to ensure they approach this in a consistent way.

This assessment will be given when the year has not been regarded as successful and falls short of the individual’s usual level of delivery or the expectations of the role.  They have contributed less than the requirement for the role and have been generally ineffective. 

Behaviours:  There will be clear evidence of using negative or inappropriate behaviours and the minimum behavioural level as set out in the action plan was not met.  Even if targets and objectives have been achieved, if the behaviours to support this have not been consistently demonstrated then this is likely to result in an assessment that improvement is required. 

Learning and Development:

Where a person did not undertake all the development that was identified in the action plan or throughout the year.

Where development activity was undertaken, there was failure to gain new skills or knowledge or this was not applied to the role

Links between development and delivery were not made.

Wider Contribution

No evidence of wider contribution having been made 



	Achieved the Required Standard

Achieved all the targets to the standard required and delivered the outcomes specified in the action plan.  Consistently demonstrated and exhibited the behavioural competencies as specified in the action plan.


	Targets may change or be removed throughout the year and it is acceptable for the assessment to reflect these changes.  However, reasons for the change must be recorded.  Individuals should not be penalised if the non-achievement of the original target(s) is outside their control.  

If an individual does not meet all targets (as amended by negotiation) or demonstrate behavioural competency to the necessary standard, then they will default to Performance Improvement Required.

This assessment level will be given where targets and behaviours, as set out in the action plan and reviewed throughout the year, can be evidenced against clear outputs.

At this level performance attainment is as expected according to the role and the action plan and all objectives are realised.  This would be considered a normal delivery with quality standards reached.  Expectations are consistently realised, but not exceeded.

The standard of behaviour, as defined in the action plan, is consistently displayed.  There is evidence of the use of positive behaviours across the whole W2S framework and effort made to enhance these.  The success of a team may be directly influenced by the behaviour of the individuals within it, and managers should ensure that they differentiate appropriately.  

Learning and Development:

Development was undertaken in accordance with the action plan and the individual also responded to needs emerging over the year.

They recognised the value of a range of development undertaken ie not just training based.

Changes were made through the application of new skills, knowledge and behaviours

New skills and knowledge were shared with others

Wider Contribution

There has been evidence of activity, judged to be outside the normal job role, on one or more occasions in the year.  



	Performed Above the Required Standard

Achieved all the targets to a consistently high standard throughout the year and, at times, exceeded expectations about requirements.  The level of behaviours used to deliver this will be consistently high, meet and exceed those set out in the action plan and show sustained improvement across the W2S framework.


	People at this level will have taken on extra responsibilities or requirements over the year.  This will be consistently applied (one-off examples should be rewarded with a cash award).  They will clearly understand and take on a brief, and develop across other areas of work.  Work will be of a high calibre and quality standards will be met and frequently exceeded.  There will be clear examples of successful outcomes which surpass normal expectations of the role and exceed the standards as set out in the action plan.
This level will be awarded only where the behaviours used can be seen to have a positive impact on the success of the business/service.  This will vary according to the normal expectations of the role and may impact at any level from a team or establishment to county-wide.  There will be evidence of using initiative and taking personal responsibility, using initiative to drive up quality standards.  As the autonomy of people varies across roles, they may not necessarily implement change themselves, but ideas for improvements can be identified at any level and should be referred to another (eg line manager) if more appropriate.  High level behaviours will be consistently used and integrated fully in to delivery with a positive impact on outputs. 

This will often be demonstrated by the “stories” that can be told and therefore recognised by others.  Such delivery will be consistent throughout the year and recognised by others as the predominant style of working during the appraisal year.  Feedback from others will be key to evidencing this, especially where roles are delivered primarily in the community.  Managers should actively seek this feedback in order to make their assessment.  There will be examples of the customer experience being improved.

People will support and encourage other team members.

It may be that this level is identified in all, or a number of, team members, especially where outputs and successes are dependent on effective team working.

Learning and Development:

People at this level will actively seek out new development areas

Development is judged to stretch an individual

Outcomes or material produced from the development will be at a high standard and go beyond the minimum expected from attendance or participation.

There will be a level of complexity attached to the development but this will be as relevant to the individual and their role.

There will be examples of helping others, for example through creating opportunities to develop colleagues or make changes in the workplace.  Again this will be as relevant to individuals and their roles.

Wider Contribution

There is evidence of wider contribution to the organisation and this is likely to be on a continuing basis over the year.  The impact of this will be appropriate to the role and may be at a local level only.



	An Outstanding Performance

Completed all targets to an exceptionally high standard and went on to exceed and excel in a number of areas of delivery. Has fully integrated high level behaviours in to their ways of working and there is evidence of this having a significant impact on the success of the individual, their team and their work area. 


	There will be an identifiable impact on the business as appropriate to the span of their responsibilities and the influence of the role.  For lower grades this is likely (but not exclusively) to be limited to the immediate environment in which they work.  However, it will be measured by the level of improvement in service delivery or customer satisfaction with a real and positive impact on the customer experience.  Some examples of how this could be demonstrated are the introduction of better working practices, efficiencies, income generation (if appropriate to the level of work) or the introduction of innovative approaches to service delivery.  These will have to be scaled according to the particular role.  Where roles do not have the freedom to introduce change, this will be demonstrated by ideas being formulated and discussed with others (including the manager) for potential introduction by others.  The actual impact of the development should be clearly measurable with improvements illustrated.

There will be clearly identified links between strategy or delivery and the consistent use of high level behaviours.  For lower grades the emphasis will be on service delivery with recognition, by others, of this being at an exceptional level.  As at the level of Performing Above the Required Standard, managers will be required to seek feedback from others, especially where delivery takes place in the wider community.  For people on higher grades, the manager will see evidence of expertise having been developed and implemented across the wider organisation to bring about positive benefits for others.

The quality of work will be regarded as first class and impressive in terms of what and how it is delivered.  People will use their initiative to seek out more and strive to improve at all times.  The behaviours used will be regarded by others as being at an exceptional level and be part of the usual way of working.  They will be a role model and positive influence and support for others.  

Learning and Development:

People at this level demonstrate how their development brings tangible benefits to the team, establishment or organisation, as relevant and possible within their role.

New skills and knowledge will be shared widely across the function or area of work.

There will be examples of people acting as champion or mentoring others either in a formal or informal sense.

Others will regard them as developing expertise in a specific area and this will likely impact on team performance.

Wider Contribution

Wider contribution at this level may be a single event with a major positive impact or one or more activities carried out consistently over the year.  People will be fully engaged with the activity and will be seen to make a difference as relevant to their position and scope of impact.




