Name: Alys Owens
Student Number: 2005306
CIPD Membership Number: 56652305
On the job training: Responses to Questions 1 & 3. 	5KIOP

1.
We discussed that the organisations current approach to performance management is still in its infancy. It was developed and implemented 18 months ago by myself and my workplace course mentor. Until then any performance management was only verbal and held no structure. In some ways this was beneficial as there was no previous model to compare it against and no organisational change challenges other than it’s introduction. In discussions with my line manager (who is not my mentor) this brought much conversation when he joined the company. My line manager has come from a larger organisation, an international food manufacturer, so his experience of performance management was company developed and tailored as opposed to ours which is based on ACAS guidance and by my choice, the simple Deming model of Plan, Do, Check and Act. W. Edwards Deming’s model is already used in the business for managing health, safety and welfare and is one that has been successfully applied. We have discussed whether our approach is still suitable and sufficient due to the presence and on-going implications of the pandemic. We do believe that it is but that it has not been sustained.
We discussed that as a provider of fresh milk and dairy products the company has been impacted by the pandemic considerably and unfortunately so have the employees. It was not possible to keep on top of the performance review schedule and many employees have missed their appraisal date. We discussed the key reason was that the HR function was under pressure with furlough, communications and employee welfare activities. Line managers also had other priorities. With the company having two other sites in Cardiff and Swansea, employees could not be mixed due to the pandemic and travelling was restricted so face to face appraisals were not feasible. Time pressures were present everywhere in the business and thoughts also lay elsewhere. 
We also discussed that right now we face difficulties as employees are hard to both find and retain. We both agreed that our disciplinary structure has not been so robust as previous and maybe some employee actions have been overlooked. We feel that managers are influenced by the fact that we need a certain number of employees to operate safely and do not wish to exit people unnecessarily but rather work with who we have. The use of improvement plans has increased and informal verbal warnings. We also discussed the fact that our induction package has improved considerably and that values, beliefs and behaviours are more clearly outlined at the beginning of employment that they have ever been which is helpful. We have discussed the CIPD’s thoughts on the autumn and winter plan 2021, with reference to their section on conducting disciplinary and grievance processed and are, as a result of that going to amend our disciplinary and grievance procedure to capture alternative actions that we can consider.  
We discussed that usage of virtual meeting means has increased due to the pandemic and employee’s confidence in using it. We discussed the viability of carrying out more appraisals remotely. We do not have anyone working from home at the moment but this means could capture employees at the sites in Cardiff and Swansea. At our home site we acknowledge that being so short staffed could mean that we may have to pay employees flat rate overtime to attend appraisal meetings.

3.
When discussing my development I did consider what being a professional means. I drew from Reissner 2014, Talyor 2016 and Woodham 2016 who refer to a role holder working to a set of principles, laws, codes of conduct and practice, one that requires knowledge that can be applied appropriately.
I discussed with my manager that I do feel that my existing knowledge of People Practices that includes Performance Management is at Foundation level. I say this as I have only worked for one organisation so far and have no comparable. To develop this area I would need to select a range of various organisations and study their approaches. I could use my course colleagues to gain such insight from the organisations they work for and also colleagues I have found on LinkedIn.
We discussed and agreed that my knowledge of technology is functioning at Associate level. I could develop this further by exploring HR software packages that I could introduce into the business that would assist me in managing performance management as well as other areas. 
We discussed that I do feel that I would benefit from attending a Preparing to Teach in the Lifelong Learning Sector Courses to improve my delivery of not only training sessions but also speaking to groups of employees. I felt that such a course would improve my ability to hold and chair meetings that may include disciplinaries. I am a confident speaker but I do feel that I could improve in sequencing the delivery of information and studying learning styles so I reach all members of an audience regardless of the setting. In line with the CIPD professional map this would enable me to progress from Foundation to Associate Level to apply L&D approaches daily. We then went on to discuss whether a coaching and mentoring course may be more appropriate but I feel that I could add more value to the organisational as an accomplished trainer. 

