Qualification: CIPD Diploma in Applied Human Resources
Module Name: Understanding the link between individual and organisational performance – On the Job 

Word Count Assignment 1: 524
Word Count Assignment 3: 261

Student Name: Jade Bowen
Student Number: 2014437
CIPD Membership Number: 57385937



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: J.Bowen
Date: 26/08/2021




On the job activity 1 – discuss organisation’s current approach to performance management 
Through discussions with my manager, it is evident that Tesco takes a holistic approach to managing performance. Although Tesco refers performance management as ‘Supporting Your Performance’ as this creates a supportive and encouraging process as opposed to a negative management process. 
Tesco’s approach to supporting performance is encouraged through ‘Everyday Coaching Conversations’ whereby managers ‘Inspire Great Performance Everyday’ through open and honest on-the-spot feedback that continually motivates and inspires best performance. 
Tesco’s “Performance Cycle” focusses on delivering performance through 3 steps throughout the year:
1. Manager and colleague set 3 clear SMART objectives at the start of the year, agreeing ‘WHAT’ they must achieve and ‘HOW’ they will achieve it
2. Manager uses ‘Everyday Conversations’ to keep performance and objectives on track and inspire everyone to play their part. If performance is off-track – the colleague may be put through the formal SYP process and set short-term actions or will be provided further training, coaching or budding
3. Manager holds regular career/learning discussions throughout the year – colleagues who are achieving, performing, and wanting to progress will be put forward for ‘Opportunities to Get On’ for career development
This “Performance Cycle” supports Armstrong’s (2017) argument that performance management is an ongoing process that continually improves performance, grows knowledge, and builds skill.
Performance and contribution is then discussed in an ‘End of Year Performance Review’ whereby colleagues will be rated on their performance against ‘WHAT’ they achieved and ‘HOW’ they achieved it. Colleagues are also encouraged to use 360° feedbacks to gather feedback on their performance ahead of their annual reviews. 
As well as achieving their objectives and job role, managers are expected to role model best behaviours by: 
· Living and breathing the values of the business
· Stay connected to customers, colleagues, and the business
· Embracing change and adapting to new opportunities 
· Collaborating with colleagues and stakeholders inside and outside of their teams
· Treating everyone with respect 
· Being inclusive and value everyone’s individuality 
Changes to managing performance
Throughout the pandemic, Tesco altered their performance management process slightly to align with the needs of the business. Objectives for Q1 were removed to allow colleagues to focus on the operation of the business and any further SMART objectives agreed from Q2 onwards were to be achievable in a shorter time period. However, many companies removed goal setting altogether and focussed on a more agile approach to measuring performance, whereas others aligned their objectives to fit new business needs (Gallup, 2020). 
Tesco highlighted the pandemic could not be used as a way to rate a colleagues’ performance as ‘missed’ or ‘exceed’, and their rating should be solely focussed on their performance, objectives and behaviours. 
With more colleagues’ working from home, Tesco changed its’ approach in managing performance for remote workers. Prior to the pandemic, managers would hold sporadic 121s with their teams to discuss performance. However, throughout the pandemic it became mandatory managers held weekly ‘check-ins’ with their teams’ collectively and individually to discuss their performance and more importantly, their well-being. Through the pandemic organisations were encouraged to introduce regular check-ins to monitor performance as well as providing a duty of care (Mckinsey, 2020). 
On the job activity 3 – Assess development needs in relation to performance management 
After discussing with my manager where my skills and knowledge are regarding performance management, we agreed I have sound knowledge and understanding of the approach and what my role as a manager is within the process. 
In relation to the CIPD profession map there are areas where I would benefit from additional training, such as upskilling my coaching and mentoring skills, as this is a key aspect of my day-to-day job and I have not received any refresh training on this topic for some time. I will do so by attending a virtual coaching workshop. 
Within the CIPD profession map we discussed how I review the capability and talent within my team, and what actions I take to improve the skill-gaps and career opportunities, whereby we agreed I should engage in career development conversations more frequently and utilise the talent within my team by stretching their capabilities.  
Additionally, we discussed the importance of wellbeing and the many factors that can affect a person's wellbeing, particularly in relation to their performance and how a colleague feels and is treated can have an impact on how they perform. 
However, we also identified I would benefit from further training on how to set SMART objectives for my teams and how to effectively coach them everyday to develop my confidence in managing underperformance. For this, I will spend time with my peers and understand their ways of coaching and how they set the best SMART objectives.
Overall, myself and my manager agreed I am fairly confident in the performance management process both formally and informally. 
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