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Performance management – On the job training
1. Current approach to performance management 
After a discussion with my line manager, the following was discovered. Folly Farm currently conducts annual appraisals with all staff, although these are structured differently depending on the type of contract an individual is on. Permanent staff receive a formal, structured appraisal which highlights strengths and weaknesses and includes self-reflection elements, Seasonal staff receive a similar appraisal however slightly less in depth as they are only working 8 months of the year, students then receive a condensed version of the appraisal as they only work school holiday periods so the opportunity for training and development is more restricted and development plans are not typically put in place for this type of contract. Performance is also currently managed in a cohesive way with both line managers and HR working together to carry out any personal meetings or a disciplinary which may arise. This has evolved during recent times following the impacts of covid-19 on the business 
Folly Farm also uses reward and recognition schemes to improve performance which are linked to the company’s mission, with the mission being focused on customer service and performance that exceeds the standards set out at induction is eligible for the company reward scheme which is a points system whereby employees can exchange points for prizes, this is aligned with the same principles as performance-based pay but it not financial, according to Potter (2020) performance based pay can really drive employees but is often unfair and this is the reason for the points system at Folly Farm as certain job roles would naturally afford the opportunity to deliver good customer service. 
This has evolved during recent times following the impacts of covid-19 on the business, for example the way in which reviews took place had to be adapted to reflect those home working, those who spent time on furlough, and those deemed as key workers who were on site throughout and as noted by Mackenzie, Wehner and Kennedy (2020) getting the balance right between understanding difficult periods associated with the pandemic such as child care and employees feeling unsettled as redundancies were made and also not letting that be an excuse for poor performance was a challenge. This is re-enforced by EDHEC business school via forbes (2020) who carried out research and found that more than ever employees wanted to feel trusted to be left to carry out their roles without being micromanaged, this led to traditional appraisals being changed and adapted to fit not only employees’ views but also the practicality of delivering such reviews during the pandemic. This was very much the case at Folly Farm and performance of the animal care teams who were deemed as key workers improved greatly as they were given more freedom and decision-making power, the fact they were deemed as key workers and essential also added value to their job roles and drove performance as they acknowledges the organisation could not function with out their skills. 
After discussions with my line manager, the areas Folly Farm could look to develop its performance management approach are clearly the appraisal system which could be improved by moving to more regular and less formal feedback sessions, this could especially be useful for those on short term contracts as the current system does not take this into account. Another area to look at could be further linking in training opportunities with performance for permanent staff. 



2. Own development needs 
After discussions with my line manager relating to my role in organisational performance, it seems as though I am on the associate level of the CIPD map when it comes to reward standards, and learning and development, both are key to driving organisational performance. In terms of reward standards, I am fully aware of the organisations schemes and how to administer them and the legislation that impacts rewards and benefits (CIPD 2020) for example a points system where employees earn points that can then be turned into prizes, employee of the month scheme, I am responsible for keeping track of the points for individuals and departments and for gathering nominations, employee of the month schemes are an important part of our organisations performance activities as they promote healthy competition and recognise hard work which in turn drives organisational performance, (Wagner 2016).  I am also aware of the legislation relating to benefits and rewards although as we look to expand the scheme and potentially look to offer financial bonuses, I will need to carry out further research to ensure legislation is being followed correctly. 
The profession map also discusses learning and development which is a key driver for the organisation as specialist training courses are offered to those who are performing well, after analysing my own skillset against the map, I am on the associate level and within my role I am creating content to meet learning needs in the form of training workshops for example customer service and am also supporting and using coaching and mentoring practices  in the form of overseeing the company ambassador scheme(CIPD 2020) to further develop my own skill set I could look to further develop the ambassador scheme and deliver training to line mangers on how to support this further and identify those who may benefit from the scheme, this contributes to the organisations performance by creating an engaged and motivated workforce. 
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