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Supporting performance in MAWWFRS
HR, People Development and You – Progressive Partnerships
The People Development Department is the part of the organisation dedicated to supporting the professional development of all staff (MAWWFRS, no date). In the operational side of the organisation this is highly structured, with national agreed pathways at each rank from development to competence, that relate to pay and terms and conditions of employment. This means that the People Development Department does have a strong operational focus, but they are also available to facilitate Support Staff development as well, and are the first port of call for assistance with the appraisal process. 
[image: ]HR are also available to support with all your people management questions. HR operate through a Business Partnering model, so you will have a dedicated HR support system for your business area, to enhance you and your managers’ delivery on people management matters.

Based on the research (CIPD, 2025; Bajorek, 2020 p.4), MAWWFRS are aware of the growing complexity of the roles of line managers. The organisation has a responsibility to ensure that managers have what they need to be able to deliver effectively. This can only be delivered by supportive networks of collaboration between their own managers, the People Development department to facilitate upskilling, and HR to provide the ongoing partnership, as you and your teams navigate the ever-evolving people management landscape.
While the general intention behind the business partnering model of HR is that is strategic in nature, it is common for HR professionals to get pulled into transactional work (CIPD, 2024a). However, this should be resisted by everyone concerned. It is becoming increasingly recognised that effective performance management is founded on the employer - manager relationship, through performance leadership (Armstrong, 2021 p.65-66). 
Ulrich and Allen (2014, p.5-6) identify six factors for positively influencing the performance of employees effectively. These should be considered as part of a talent management strategy. These are: motivation – both intrinsic and extrinsic; assessment – ensuring that performance levels are measured and good performance is recognised; development; progression; communication and identifying and developing leaders. It is for the People Development department to have sight of such factors and encompass them in the performance management framework. “Self-reliance within organisational contexts… is only possible if an individual feel supported and protected by others with whom they have trusting and meaningful connections” (Crawshaw and Game, 2015)

In the context of strategic HR supporting a manager who carries out the people management activity, the value of the line manager – employee relationship is described by Crawshaw and Game (2015) in terms of Bowlby’s attachment theory, where the line manager provides a secure attachment figure, from which an individual can explore and progress safely. 
With advancement in technology, shifting cultural expectations and environmental change, we are all adapting to a much more changeable situation (CIPD, 2024b). As managers are less able to provide predictability, for employees to thrive they must be able to provide the emotional security for individuals to take the risks associated with working with uncertainty (Kahn 2002; Edmondson 2019, p. 1891). 
VolatilityThis acronym has become popular for describing the world we are now adapting to.
According to Holley et al. (2022) the leadership skills required in the VUCA environment are based around ongoing openness, learning and development.


Uncertainty
Complexity
Ambiguity
This means that managers cannot rely on taking a transactional approach to people management processes, completing them because that is what the procedure says they must do; but must take ownership and accountability for what the process exists to achieve. Accountability will only be recognised and internalised by managers through competence and confidence in such processes (Hewitt at al., 2023). Therefore, the role of HR and People Development must be to support line managers build their abilities in understanding and applying HR practices effectively. 

	The Role of Line Managers
	The Role of People Development and/or HR

	To understand procedures and the organisational objectives underpinning them, and to support positive perception of organisational processes, communicating the strategic purpose behind the process (Beijer et al. 2019).
	Developing a performance management process to support effective performance management, that is also legally compliant and will progress organisational objectives.

	Bringing processes and procedures to effect through their day-to-day management of employees. Collaborate with HR in support of change (CIPD, 2025).
	Seek out and understand new ideas and tools for effective performance management and keep strategies up to date. There has a been a great deal of research in this area (CIPD, 2017) so HR and the People development department need to keep practices current as thinking progresses.

	‘Buying in’ to learning and development activity, ensuring time is allowed for learning and facilitating the transfer of newly acquired skills back into the workplace (CIPD, 2024c).
	Develop and utilise performance management data for better understanding of organisational performance, to help managers drive performance and to drive strategic decision making in an evidence-based way (Armstrong 2021, p.173).

	Demonstrate leadership, provide clarity in goals and purpose. Create an environment of psychological safety. (Armstrong, 2021, p. 81; Institute for Healthcare Improvement, 2017).
	Making sure that managers understand policies and procedures, and can appreciate what they have been developed to achieve. 


	Develop the skills and behaviours to be able to deliver feedback that is: “Clear, honest and actionable” (Schneider and Ledford, 2020). 
	To provide training opportunities that are fit for purpose and meet the needs identified within the organisation.


	Establishing team culture through acting as role models (CIPD, 2021), prioritising their own wellbeing, and demonstrating healthy boundaries.
	HR must ensure that appropriate Health and Wellbeing strategy and resources are available to meet the needs of the organisation, and that these are reviewed and adjusted in line with changing needs.

	Support staff Health and Wellbeing.
	People Development must ensure that line managers have the skills to identify and support employees who are struggling.

	
	Monitor organisational performance management practices to ensure fairness and consistency of application (O’Leary and Pulakos, 2011, p.209).

	
	Ensure that policies and procedures are sympathetic to the specific operational realities of our organisation. Avoid enforcing performance management through an administrative compliance approach – down grading both the value of the activity and the perception and role of HR (Battista, 2020).



If the goal for managers is securing the confidence of the employee to allow them to pursue excellence in a constantly evolving world, a holistic view of staff wellbeing must also be understood (Hesketh and Copper, 2019 p. 15-20). A concern for wellbeing is key for performance (Hesketh and Cooper, 2019 p. 109). Sickness absence rates have been increasing nationally in recent years (Office for National Statistics, 2022), and an aging workforce means that people are working with more complex health conditions (Hesketh and Cooper, 2019 p.21). HR must maintain awareness of this kind of emerging trends, and continue to tailor strategy and resources for manager to be able to meet them.If management and strategy are aligned, then talent will flow where it needs to, without getting stuck or obstructed.
Ulrich and Allen (2014, p.4) characterise talent as a “flow”. This is useful for thinking of performance management as part of a dynamic system, where each action has an effect of the trajectory of the flow. 


Supporting staff Health and Wellbeing is a key feature of the Appraisal process (MAWWFRS, 2023 para. 1.4). Regular conversations are encouraged (MAWWFRS, 2023, para. 3.2), which should enable a prevention or early intervention approach (CIPD, 2019). Changes in working practices, exacerbated by the pandemic, that have blurred the boundaries between home and work, have the potential to have a significant impact on employee wellbeing (CIPD, 2021).
Wellbeing and Coaching
The benefits of coaching can be related to performance, but the increased focus on self-awareness and reflection has also been found to have benefits to wellbeing as well having a significant impact of personal resilience, even when that is not the objective of the coaching (Lawton-Smith, 2016, p. 346).
[image: ]Employee Wellbeing Resources 

Follow the links below to see the breadth of resources available. 
VIVUP Employee Assistance Programme 	Insync Occupational Health 	The Firefighters Charity
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