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On the job training
Discussion held with line manager Friday 10th September 2021
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 (500 words).
Dyfed Powys Police (DPP) uses a stepped approached when dealing with unsatisfactory performance which mirrors Police Regulations with regards to Unsatisfactory Performance Procedures (UPPs). Though police regs are applicable for police officers, DPP apply them to both officers and staff. The step-by-step process looks as follows:
Informal -> Stage 1 -> Stage 2 -> Stage 3
Typically, performance issues progress from an informal plan up through the stages if performance does not improve within the given time scale. There are instances whereby an individual can enter the performance process at a higher point (e.g. Stage 2/ Stage 3), which will be discussed later. 
If performance levels fall below expectations, measures need to be implemented to help and support that individual improve (CIPDb, 2020). The individual also needs to demonstrate an effort on their behalf and subsequent improvement. These measures can be highlighted in the informal plan. Objectives should be SMART (Hearn, 2017) and timescales for improvement clear. The responsibility of ensuring this all takes place lies with the line manager. HR can support by providing templates for the informal and formal plans, and by giving advice and guidance. HR also create the policy by which line managers should follow to ensure a consistent approach. Line managers differ in their delivery, but policy remains the same (Robinson, 2013, p.14).
If an individual is on an informal plan (typically for 3 months), the line manager should decide whether to progress or not, with the assistance of HR. If the line manager does not think the rationale given from the individual, as to why performance is not satisfactory, is not reasonable, they may decide to progress and issue a Written Improvement Notice (WIN). This is for a 12 month period but with a validity period of 3 months. 
There are occasions where an individual may enter the performance process at a higher level. Gross incompetence could result in an individual entering at stage 3. For example, a Custody Officer not doing all their checks resulting in a death in custody. This would justify a potential dismissal and so would enter further up the performance process.
Remote working and the pandemic have had its impact on performance in DPP, although the general process remains the same. HR ask line managers to measure performance by providing evidence where it drops. This can be more difficult where there is no visual sight of the performance (Wigert, 2020). Furthermore, training could be detrimentally impacted. Training online can be less effective depending on the role of that individual. The mentoring process is also vital following any training. Due to social distancing and home working, this has been harder. Hence performance has been impacted. Often, if there is a performance issue, a buddy or mentor would be beneficial but due to increased demand on the police and abstractions due to self-isolating, this has not always been possible. Changes have not necessarily been required, but rather an awareness of these factors when deciding on whether it is reasonable to commence a performance plan. Line managers need to check in with teams more often whilst working online, to ensure teams are on track and objectives are adapted in line with an ever-changing external environment (Schrage, 2020).
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 (300 words).
Following my one-to-one with my supervisor (the attendance and performance specialist), we have identified some areas I can improve in. I have gained a better understanding of the performance process, though it should be noted that as an advisor, my role only takes me to a certain point in the formal stages. Once the process becomes formal, my manager predominantly provides the HR advice. Due to this, my knowledge of the formal process was lacking. This discussion was beneficial in that I understood the theory behind the process. To consolidate this now, it would be good to apply this to a live case study. However, I feel my knowledge and the advice I currently provide to line managers on those less complex and informal plans is currently meeting force expectations.
My understanding of total reward in the organisation requires development. There are so many elements to this, that I have only touched upon in my advisory role. Total reward considers all rewarding aspects of working for an organisation, not just recognising talent through pay (CIPD, 2021). Particularly, flexible working applications and the impact these have on individuals. This links into new hybrid working initiatives, of which discussions are taking place as to how the force can promote a positive work-life balance post Covid (2021). This will have an impact on flexible working and who can apply for it etc. I am due to assist in project work relating to smarter working and flexible working and therefore should boost my knowledge in these areas. 
We also identified pay and its role in reward and motivation as an area I could gain a better understanding in. As opposed to the private sector, DPP does not reward with bonuses if one meets their target. Pay is incremental dependent on length of service. I have taken part in job evaluation training and therefore I have a knowledge of how role profiles are matched with a pay band. I would want to seek a deeper understanding of pay as a means of reward in DPP with the reward specialist. Thus I will be able to determine how all of these elements contribute to high performance working.
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