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Development needs in relation to performance management 
When reflecting on my performance management knowledge, it is difficult to separate the development needs that exist between being a line manager and a HR practitioner.   Having recently written development programmes for departments and individuals, this is an area I have developed my knowledge and confidence.  I understand how performance management begins long before an employee is onboarded, from the writing of a job description, the induction, monthly one to ones, to the formal annual appraisal and beyond (CIPD, 2015).   My knowledge of policies has increased and I am able to confidently give advice on day-to-day performance management issues.  The next step is how I can support line managers to implement performance management processes within organisational procedures as well as evaluating my own practices. 
360-degree feedback would provide me with an awareness as to how stakeholders perceive my performance management techniques as well as other areas within my HR role, allowing me to act on feedback, taking responsibility for my own CPD (CIPD, 2018).  
As my background is in education and being a qualified coach, I would be confident to support line managers in the delivery of training towards coaching and mentoring, appraisals and SMART target setting.  I need to consider how this could be implemented in line with demands on the Learning and Development Department.  I also need to research what motivates employees to ensure this aligns with organisational visions.
An area where I need to focus my performance is around knowing what policies are driven at an ‘All Wales’ level and those which can be tailored to meet the demands of the organisation.  This will enable me to ‘Lead HR’ acting as a role-model, (2.20.2) enabling me to understand capacity, capability of teams (CIPD, 2013). 
I understand how performance management requires a principled-led approach, focussing on the work, people and professionalism. I feel confident to base decisions on outcome-evidence from academic research and organisational data (CIPD, 2018).  

Bibliography
CIPD, 2013. The 2013 Profession Map. London: CIPD.
CIPD, 2015. Performance Management: An Overview. [Online] 
Available at: http://www.cipd.co.uk/hr-resources/a-z
[Accessed 1 June 2019].
CIPD, 2018. CIPD HR Professional Map. [Online] 
Available at: https://www.cipd.co.uk/cipd-hr-profession/cipd-hr-profession-map/default.html
[Accessed 21 December 2018].
HDUHB, 2018. Performance Appraisal Development Review (PADR) Checklist for Managers, Carmarthen: Hywel Dda University Health Board.
Taylor, C. & Woodhams, C., 2016. Studying Human Resource Management. 2 ed. London: CIPD.


