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In Dyfed-Powys Police there is a performance management process embedded within the organisation, which commences at the pre-boarding recruitment stage and continues throughout the lifecycle of an employee. This aims to engage employees into the culture of the organisation from their earliest contact and increase their feelings of inclusion from an early stage (Grensing-Pophal).
Pre-boarding plays a vital part of this initial process, with pre-employment learning required of each employee prior to their first day. This requires the individual to engage with certain e-learning modules which provide an over view of the organisation, as well as provide critical pre-learning including data management and security and Welsh language ability.  The Culture Factor (2019) support this pre-boarding culture with 22% of UK staff feeling more connected to their organisation prior to their start date. Additionally, each employee’s role profile requires engagement in the annual Development and Assessment Profile (DAP) process. This process requires objectives to be set for all employees. These should be set so that they support organisational and individual objectives. The CIPD (2019) suggest that this is one of three parts of the performance management process, also including improving performance and holding people to account.
The DAP process is annual performance review process, requiring regular discussions between line managers and their employees, with a requirement for employees to provide evidence to support how they are meeting their objectives, but also how they are demonstrating the behaviour and values of the organisation. Dyfed-Powys Police us a Competency Values Framework (CVF) process, developed by the College of Policing which demonstrates the values and behaviours that staff are expected to have (College of Policing). DAP guidance to users suggests that these objectives should be SMART objectives, however CIPD (2016) suggest that this is only suitable for certain roles and where tasks are more complex, organisations should look to use more behavioural or outcome based objectives. The process is made up of an initial meeting, a mid-year review and a final end of year grading. This is all done via an on-line portal, accessible by all employees. 
The performance management process is supported by a range of policies, aimed at providing individuals and line managers guidance on how to manage performance management of their teams. This includes an ‘Attendance and Performance’ policy and ‘Management of Police Staff Probationers’ policy, both of which provide guidance on dealing with performance related matters.  There are also a range of employee friendly policies, which aim to create a high performance working culture in the organisation, including flexible working policies, annual appraisal process as well as staff engagement initiatives (Taylor).
Dyfed-Powys Police has over recent years identified the need to invest in training of line managers to be able to effectively performance manage their teams, including the need to conduct performance reviews, have difficult conversations and to provide effective feedback (Chamberlain). This has resulted in a Calon Wellbeing Strategy and the provision of a ‘Transformational Leadership’ course for all supervisors, which provide training in these skills.
Lastly, Dyfed-Powys Police ensure that all of its policies and practices are compliant with current employment and equality law, which is done in collaboration with the organisation’s Legal Services Department. This includes ensuring that all policies are compliant with the Equality Act 2010 ( ), making sure that protected characteristics of individuals are safeguarded. Additionally, there are a range of processes in place to support the transparent application of decisions, with systems such as the ‘Ethics Committee’, ‘SafeCall’, ‘Bad Apple’ as well as the provision of a Professional Standards Department and a grievance process. All of these promote a feeling of job security, with employees feeling assured that processes are fair and equitable (Ceplenski). This is done in an effort to maintain staff and reduce any possible employee turnover.
On balance, I feel that the above provides a good basis for performance management  within the organisation, however there is room for the DAP process to be reviewed to ensure that this contains regular meetings and the ability to flex objectives for different individuals, depending on their role.
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