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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. 
A discussion was held on 16/08/2021 with my manager Rob Davies (Finance Director) regarding Mono Equipment’s current approach to performance management and what changes can be made.  Mono used to do very little with regards to performance management, we have some archaic systems in place and some old school managers.  However, progressions are slowly being made and certain managers are buying into any processes being implemented.   
The pandemic has caused some changes within the business such as redundancies which has put extra pressures on certain individuals within the business.  We have had limited home working due to being key workers and a manufacturing company so both factory and office employees worked at site for the duration of the pandemic (a few worked from home for a week, but soon returned to the office).  Disciplinary meetings for absence related issues have been paused for the past 18 months as we felt it was unfair to penalise those who were off work due to Covid related illnesses or having to isolate.     
It was discussed a few months ago that appraisals were going to be implemented in January and since then, a form has been created and training will commence on the forms with managers in December, Rob reviewed the form in the meeting which had also been sent to the MD and Rob confirmed it was to be used. According to Bloom et al (2012), there are strong indications that organisations were nearly 25% more productive when employees had formal performance management systems in place which were based on targets, incentives and monitoring.
I mentioned that we have several key positions retiring within the next 2 years, some of whom being managers and now would be the time to bring in new ideas and changes to the way we have historically carried out any performance management.  Ideas are to give employees more feedback, it has already been agreed about appraisals, however more frequent meetings would be more effective.  I mentioned that Line Managers need to be given time to do certain tasks and would there be a possibility of them to take a step back from production to give them time to work with their teams as a full Line Manager?  It was discussed that this would possibly mean taking on further employees so would need to be passed by the MD. Line managers play a crucial role in the day to day running of performance management processes (Taylor 2016 p211). They are accountable for performance of their team and assist with the balance of people management and company objectives (Wallbridge 2020).  They are the first line of contact between employees and liaising with senior managers and hence the reason why their role is so important in performance management processes. 
We also discussed that Mono are not very effective on mentoring employees, there are historical reasons of it not working previously and managers not recognising the importance it brings to departments.  Most Line Managers have undergone Coaching/mentoring training with HR a few months ago, however I feel that the issue lies further up the ladder with senior managers not seeing the importance of it. It was discussed that we would mention it in the next management review meeting the effectiveness of coaching/mentoring training being given to senior managers.  CIPD (2020) mention “before coaching starts, organisations need to assess an individual’s ‘readiness’ for this approach” for this reason, everyone will be asked beforehand to ensure that they are happy to partake in the sessions.
Hardingham (2004) states “a culture where people coach each other all the time as a natural part of meetings, reviews, and one-to-one discussions”.  By empowering employees and assisting them in becoming successful, provides them with the tools to help increase skills and knowledge.
A new induction policy and forms for HR and supervisors is to be created, the one being used is currently out of date and is completed on the first day, however inductions should take part over several days/weeks to be more effective.  Marchington et al (2012) explains about the importance of creating the correct culture of the organisation within new recruits to the business.
I mentioned that recruitment for certain positions is very difficult currently, we do not seem to be attracting the calibre of people we would like to.  I feel we are no longer an employer of choice as we were years ago, for several reasons such as payrates and incentives.  With the current climate and employees receiving one-off incentive payments from other organisations, it is difficult to complete.  It was discussed that a bench marking exercise would be undertaken with similar roles within local companies and we both would discuss the findings with the MD.  
Our last Company handbook was issued to employees in January 2017.  The handbook outlines all the company’s policies and procedures.  It was discussed that a new handbook would be created for employees to reinforce our values and it will be discussed with IT of putting in on the Company Intranet for all employees to have access.  
Feedback forms were discussed, we haven’t used them in the past as it was deemed not necessary, however feedback whether positive or negative is good for a company so they can make improvements.  360-degree feedback was mentioned; however it was agreed that an employee climate survey would be created and issued first.  We will speak to our sister companies to get feedback on what forms they currently use.

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 (300 words approximately).
A Core knowledge section within the new Professional Map is that of people practice where understanding practices assists HR in becoming more effective throughout the employee lifecycle.  Both coaching/mentoring skills come under this core knowledge.
I haven’t had much experience or requirements for coaching/mentoring previously or throughout my working career.  I understand the background of coaching/mentoring, such as workforce planning, approaches in Mono on performance management and policy/regulation, however not put it into practice.
With conversations and changes currently underway within Mono on improving coaching/mentoring within the business and Line Managers having already received PowerPoint training, I took the opportunity to speak to my manager Rob Davies to see if I can attend a course to provide training e.g. PTLLS teaching course to assist with training the workforce further and will be looked at in the future.  
Culture and Behaviour is a Core Knowledge on the map.  As Mono Equipment have many managers who have been with the organisation for between 20/30 years, the culture hasn’t moved on since they started and it’s time for new ideas to come through.  I would like to understand how I can influence behaviour, unlock potential and change the culture of the business.  Hopefully this course will help me understand how I can achieve this, but I also need to do extra research in this area.
We also discussed my commercial Drive which is another behaviour on the map.  I feel that I need to have more of an understanding of our business case and performance.  For this reason, it has been agreed that I will attend /senior management meetings to get more of a company overview.  Rob will be helping me with this talking me through our finances and explaining our sales performance to help me to understand the company further. 
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