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Task 1
Discuss your organisation’s current approach to performance management with your manager and whether or not changes are required as a result of remote working or other implications of the pandemic. 

I recently met with my line manager to discuss my organisations current approach to performance management.  We talked about the changes that have recently taken place due to the coronavirus pandemic and discussed if there were any changes to be made to the current procedures that are currently in place. There haven’t been any major changes to the operations side of the organisation due to my organisation being in the care sector, support workers have had to continue to work from their regular workplaces throughout the pandemic. However, the office workers within the organisation have seen a significant change in normal practices, due to having to carry out their roles from home. due to this supervisions and appraisals being moved to online platforms. The fundamental areas of supervisions i.e. setting goals, effective feedback and performance discussions have not changed but this shift in performance management now sees employees being assessed on their contribution and achievements instead of presence. 
Pre-pandemic face-to-face supervisions were carried out on an 8-10-week basis. This has since changed, and longer informal weekly catch ups have been introduced with a performance review taking place every 6 weeks to establish goals, achievements and to ensure that the organisations values and behaviours are being maintained. The health and social care sector have faced overwhelming circumstances within the past 18 months and so catch ups and supervisions have focused more on employee well-being than ever before.  An increase in the use of intrinsic rewards has also been encouraged across the organisation to boost motivation and morale.  
The organisation is also looking to implement the McKinsey Performance Framework to enable conversations around performance and culture to become more organic.
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New employees are subject to a 6-month probation period, within this time performance is monitored within supervisions and if performance requirements have been met, employment is confirmed in an initial review meeting.  The initial review meeting is required to review performance over the last 6 months, to set objectives and to identify any learning and development needs.   However, if performance is not satisfactory at the end of 6-months, the probation period is either extended with objectives set that need to be met or employment is terminated.  

Once the initial review meeting has taken place and employment is confirmed, regular supervisions are carried out following the organisational supervision form, which serves as a prompt to line managers in reviewing performance, setting objectives and identifying any training or development needs.  Recently the supervision and appraisal forms were reviewed and were found to be too heavily based on the organisations values and did not focus on employee performance and development.  Instead the forms were completed by employees prior to the meeting and were expected to score where they saw themselves against the values.  Feedback from the employee engagement survey suggested that employees felt that performance meetings were just a “tick box” exercise and they weren’t benefitting from the meetings.  The new revised forms focus on well-being, workflow and how everyone can contribute towards the organisation’s objectives.
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Task 3

Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Record your discussion.
As I am new to my HR role, I have not had much exposure to performance management processes. I have attended performance improvement meetings along with my line manager, but as I do not hold an advisory position, I am unable to provide any performance related information to managers and employees.
My line manager and I met to discuss my goals and objectives regarding my development with performance management practices, in line with the CIPD profession map. From looking at the core knowledge it was discussed that I would need to improve on “people practices” by focusing on policies and legislation that govern the practices. We are currently in the process of streamlining all processes and reviewing policies, which I have asked to be involved with as this will enable me to improve my knowledge. It was also discussed that I would need to improve on “professional courage and influence standards” from the core behaviours, for me to provide accurate information to managers and employees. I am currently part of a project that will be focusing on the employee lifecycle and providing training sessions to managers in order for them to have a better understanding of the process. 
My line manager and I agreed that my strengths were:
· “Evidenced based practice” – My line manager discussed that this was a strong point as I use an evidence-based approach when making decisions.
· “Passion for learning” – I am keen to learn new processes and was involved with a project group in setting up a meeting every 2 months for new employees throughout their 6-month probation period to provide them with support from the HR team. 
· “Working inclusively” – During my time in the organisation I have built up high-trust relationships throughout all levels of the organisation.
My development needs have been documented in my development plan as part of my objectives, and my line manager and I will continue to discuss them regularly in my supervision meetings.
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