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Speech Draft
PAGE 1 Hey everyone. This is Yu shenghua It is great to see you all here; 
PAGE 2 Today we are here to discuss the issue of HRM in an organization and in this presentation, I will discuss several things including;
1. The key performance management issue facing Tesco PLC, which in this case is the failure of the company’s 360-feedback method to appraise employees’ performance but only focus on the company’s developmental needs.
2. Provide recommendations on how the company can use the HRM to improve performance, and
3. HR skills required by HR  to successfully achieve performance improvement 
4. Action Plan of skills improvement
PAGE 3 we know performance cannot be achieved at a hundred percent if the organization has not implemented a performance appraisal system. 
In a recent research conducted at Tesco PLC, I found that the company had an 360-degree feedback appraisal method , but its main focus was on development plans and little on appraising employees’ performance to keep them motivated to do their best. Poor performance management that does not give employees feedback on their performance may develop an unpleasant experience that can discourage the employees. For example, unfair assessment by supervisors or peers may cause employees to develop intentions to leave the job or become disengaged or withdrawn. At the same time, demotivated employees will have lower rates of performance, which may hinder the achievement of organizational goals. Therefore, employee performance management should be a consideration factor for overall organizational success.
PAGE 4  Therefore, the first step that I would recommend Tesco PLC implement is to articulate the purpose and make a strategic decision on what the company wants to achieve using 360-degree feedback. The company should ensure that people understand why the company is conducting 360-degree feedback, the benefits of the process to the stakeholders, and how the results of the feedback process will be used. Individuals under review might be concerned about how the feedback will be used and its impact on future promotion and pay decisions. Additionally, Tesco should state clearly its strategic decision on how it will achieve performance improvement through 360-degree feedback (Center for Creative Leadership, 2020). Perhaps, this would be achieved by ensuring that employee performance is consistently measured against the organization’s objectives and targets and by giving feedback on areas of improvement. Therefore, Tesco should ensure that the 360-degree assessment selected for the organization aligns with the company’s competency model and business outcomes. With this in place, Tesco will ensure that an individual's performance is consistently measured against the organization's objectives and targets.
[bookmark: OLE_LINK11][bookmark: OLE_LINK12]The second recommendation for Tesco is to offer training and resources to the reviewers so that they can give accurate ratings as well as constructive and useful comments. Professional business training to improve HR business skills and help develop HR processes in better way
The third recommendation is that Tesco should allow open communication among the stakeholders in the feedback process to ensure employees understand what is expected of them. This would come along with role clarification to avoid poor performance that may attract negative feedback. According to Nduati and Wanyoike (2022), role clarification includes authority, responsibilities, work technique, task substance, timeliness in work completion, and operational priority. Role clarification allows an organization to know the right job for the right employee to ensure organizational profitability. At the same time, role clarification encourages a talent and fit factor, where performance is based on someone's natural ability and preference. Kundu et al. (2019) found that role clarity positively correlates with the driving force for workplace engagement and creative work practices. When employees understand what is expected of them, they are less likely to receive negative feedback from the 360-degree process. 
The last recommendation is that Tesco should ensure that after implementing the 360-degree feedback process, the huge data derived should not be left to the employees to deal with it at once because it is overwhelming. The managers and supervisors should set up a meeting with every employee to discuss the review together. This will help the management understand their impressions and how they experienced the feedback process. During this meeting, the meeting can create an action plan that will align their areas of improvement and organizational goals. The plan should have manageable goals and well-defined milestones to keep the employee on track. However, having an action plan in place is not enough, the managers and supervisors should regularly check the progress of the employees, evaluate if they are on the right track, and discuss what might be hindering their performance improvement (Nduati & Wanyoike, 2022).
[bookmark: OLE_LINK9][bookmark: OLE_LINK10]PAGE 5 However, for these recommendations to be implemented successfully, there are several HR skills required for the HR professionals in the organization to implement effective 
The first skill is communication skills. Establishing good work relationships with employees requires good written and oral communication skills (U.S. Office of Personnel Management, n.d.). Effective communication skills will help implement the first and the third recommendation whereas in the former, good communication skills will help communicate the role and importance of 360-degree feedback, while in the latter, they will help communicate the roles and what is expected of the employees. So, for the H.R. department to communicate effectively with employees, the H.R. managers must create an environment that allows the free sharing of ideas and involve employees in decision-making processes. Most probably, the performance conversations between the managers and employees will determine whether the performance management system will improve employee performance and increase organizational productivity (Society for Human Resource Management (SHRM), n.d.).
[bookmark: OLE_LINK7][bookmark: OLE_LINK8]Secondly, the H.R. function should be skilled in giving performance feedback. Since performance management aims to improve employee performance, provided feedback should inform and suggest areas of improvement in employee performance (U.S. Office of Personnel Management, n.d.). Besides, the input should be as specific to the performance as possible. However, for the feedback process to be effective, there should be a two-communication process between the managers and employees. This supports the need for effective communication skills and clear target, as highlighted in the first recommendation. and also skilled in giving performance feedback based on completed training, as highlighted in the second recommendation. So, it will be the responsibility of the manner to offer candid, timely, and constructive feedback. At the same time, the employee is responsible for seeking feedback to ensure they understand how they are performing and their reactions to the feedback they get (SHRM, n.d.). From the management perspective, giving real-time feedback enables managers to improve capabilities, create better roles, push for better targets, and create a positive work environment where employees feel valued, happy and inspired to perform better (Dasgupta, 2017).
PAGE 6 The third required skill is on coaching and developing. Through coaching skills, HR can identify and address employees' developmental needs, thus helping them select and get involved in different experiences to acquire the necessary skills. In Tesco, the H.R. function can develop plans for training, job enrichment, new assignments, etc. This means that an HR professional will provide the employees with training and development opportunities to enhance their value and increase performance. For example. Management training and leadership sessions will assist employees in developing more diverse skills that will allow them to accept additional responsibilities and at the same time support their careers. These skills connect to the last recommendation on conducting a follow-up after the feedback process, where the supervisors and managers will train and coach the employees on how to approach the performance review and step-by-step actions on areas of improvement. and also conect the first recommendation that giving employees a clear idea of how to work to achieve the company's strategic  target  
The fourth skill that the HR should possess is planning skill. HR in an organization are responsible for numerous different tasks, so they should be efficient and effective planners. They should make their plans effectively using SMART objectives that align with the vision and goals of the organization. At this point, Tesco’s HR professionals will articulate the reason for conducting the feedback process and how the employees and other stakeholders in the organization will benefit from the process. This means that a meticulous planner will plan for all day-to-day responsibilities plus any other new assignments, projects, or initiatives and align them with organizational goals. Also, the HR professionals will use the feedback review to help employees understand what they are expected to accomplish. Therefore, Tesco’s HR professionals should  think strategically when planning to ensure all stakeholders understand the role of the feedback and how they will benefit from it. They invest in employees who will help the company gain a sustainable and competitive edge, This skill supports the recommendation of Clarifying company strategic decision, as highlighted in the first recommendation,which adjust the work direction with the company's strategy.
Lastly, HR personnel will require credibility skills. Based on the Ulrich and Brockbank Model, HR will require personal credibility skills to perform their roles with the proper attitude and credibility (Ngo, 2011).  Credibility skills will help implement the 3rd recommendation, that is to say credibility skill is the pre-condition of good communication. in good communniacation, HR can understand the employees’ needs and create value through their relationships with the employees. For instance, the feeling of accomplishment which is a psychological need in Maslow’s Hierarchy of Needs plays a vital role in enhancing employee performance. So, HR professionals should be credible in identifying such needs through performance feedback.
Suggested implementation can be found in China Huawei , Huawei's HR and department managers will take the initiative to communicate with employees at the beginning of the quarter, bulid a work plan with them and inform them of the clear assessment content and assessment criteria ：A+,A,B+,B,C,D. At the end of the quarter, HR and the department manager will evaluate the performance of the staff, HR will also communicate with the staff again in a targeted manner and make rewards and punishments, provide skills training and adjust work planning according to the staff's weaknesses, and also draw up a work plan for the next quarter.
[bookmark: OLE_LINK5][bookmark: OLE_LINK6]PAGE 7:Action Plan, details refer to PPT. Communication Skills ,Performance feedback are need to develop and achieve in short-term. Credibility skills , Planning skills  and Coaching and development skills are need to develop and achieve in long-term.
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]In conclusion, for every organization to acquire and maintain success in the competitive business world, HR management is vital. HR professionals in all organizations work tirelessly to ensure effectiveness in performance management so that organizational goals and objectives are achieved. Therefore, to achieve this, there are HR skills required for every HR professional including goal-setting and planning skills, communications skills, skills in giving effective feedback, recognition skills, coaching and development skills, and personal credibility skills. By acquiring and implementing these skills effectively, the organization will have a convenient environment where employee performance is considered for continuous improvement as well as employee growth and development. Consequently, organizational success will be achieved. Thank you all for your attention, I thereby look forward to any clarification, comments, or questions. 
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