Performance Management Development Discussion with Line Manager
 7th Sept 2020
I completed an assessment using the CIPD Profession Map to further understand my Performance Management development needs.  Within the ‘Performance and Reward’ segment, a number of recommendations for development were made; these included investigating external legislation that may impact reward and pay; exploring opportunities for project work; reading relevant policies to support with operational questions and approaching a specialist in Reward to understand the different features of reward and how it contributes to the attraction, motivation and retention of colleagues.
We considered all options and agreed that as an Operational team we needed to better understand the Pay and Rewards Eligibility Policy and the Colleague Recognition toolkit.  As part of my development, I plan to contact our Reward Specialist to enhance my knowledge and fully understand its features, its purpose, the criteria to meet and the processes to follow. I then plan to use my learnings to deliver a session to the Line Managers to increase their understanding.
[bookmark: _GoBack]Additionally, we also discussed the recent trends within Performance Management including the elimination of appraisals, more frequent performance Management discussions, the wider use of 360 degree feedback and adapting objectives more frequently.  My Line Manager shared with me some of the senior level Performance Management thinking that has been developing recently within our Organisation, specifically around Objective Setting.  Our new Chief Operating Officer (COO) is extremely passionate about the way in which we achieve sustainable organisational performance.   My Line Manager suggested I reach out to our COO to establish if there is an opportunity for me to be involved in these discussions in order to share my learnings and further develop.  As a result, I have a meeting arranged with the COO to discuss how I can get involved in shaping potential Performance Management changes.
