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1.The Organisation’s Approach to Performance Management:  A Discussion with my Line Manager
We discussed that as a Public Sector body, Dyfed Powys Police has a duty to ensure value for the public purse and, as such, performance management forms a central part to policing.  The Police and Crime Commissioner takes an interest in the Force’s performance as together they are responsible for delivering the Police and Crime Plan which sets the strategy and priorities for the Force.   
Dyfed Powys Police’s approach to performance management is to regularly review the performance of the Force through monthly Forcewide and regional performance meetings whereby the performance data, provided by FIB (Force Intelligence Bureau), are presented and discussed 
There are no targets and no comparison made between each Division as they vary too widely and has been shown to have little value.  What’s more important is the understanding behind the performance data and causes of particular trends.   No HR data is presented or discussed at either the regional or Force meetings.  These are discussed bi-annually at the People’s Board chaired by the Deputy Chief Constable, Head of HR and all HR senior managers.  This data is not considered as important hence the lack of buy-in for the DAP.
Although individual performance is recorded within the DAP (the Development and Assessment Profile) which is a bespoke electronic system that includes Objectives and Core Competencies that link to each objective , there is currently no development module so no separate means in which to record development requirements or career progression.  This would typically be captured within the 1:1s so would not be visible to anyone other than the line manager.   This information is shared locally in Ceredigion (all divisions vary) with the Chief Inspector and HR Officer working together to progress this.
Each of the Force Objectives appear in individual DAPs though there is little information to suggest these are meaningful or set to a higher standard as in Edward Locke’s Goal Theory.   They do, however, originate from the Police and Crime Plan, passing down through the ranks so all are contributing to the Force aim to meet its mission (Seddon, 2008) ‘to safeguard our communities together’.  Ideally, these would need to be much more specific and relevant to the individual to provide greater meaning and commitment and reviewed on a more continual basis (Gifford 2017) with performance conversations taking place using a strength-based approach whilst applying a coaching style (Cappelli and Tavis, 2016, Kinley, 2016), in line with the Five Conversations Framework as suggested by Baker (2013). 
The pandemic has highlighted the need for greater flexible working which would allow resources to respond to changes to the external environment quickly.  Further support would be required from HR in managing staff remotely, although realistically, this wouldn’t change the core approach for police officers.  The greater impact would be on police staff.  The coaching style of management would lend itself well to this but it would require greater investment in training.  
The processes to manage performance would also need to be simplified as there is a considerable amount of confusion which leads to inefficiencies amongst line managers.  HR Officers are more involved in correcting mistakes, waiting and chasing as opposed to being proactive and driving performance improvement.  
3. Personal Development Needs – Discussion with my Line Manager
I am comfortable in providing any training to line managers, however, some of the performance management processes within the organisation need to be reviewed to establish whether they are both efficient and effective as there appears to be a lot of confusion amongst the Line Managers and within HR itself.  I have agreed to use my existing skills to map the various process maps which should provide the clarity required and challenge parts of the process in order to ensure it is fit for purpose.  This is an objective within my DAP. 
I have provided training directly to Line Managers in my previous role but this has been as a ‘Subject Matter Expert’ which means I have not received any training as a trainer.  Likewise, although I have coached a member of staff having undertaken this as part of my MBA, I have not been officially trained so would benefit from a coaching course to become an official coach, particularly as only one member of HR is a recognised coach.  
I am awaiting a CVF course which I was booked on but has had to be rescheduled.  This will help me to take part in the interview process.  I have already received training on Job Evaluation which will also help me to be involved in the recruitment process.  
My understanding of performance management is considered good having previously worked at a strategic level in a large police force.  As part of Continuous Improvement Team for HR I have provided a number of improvements that could be made to help improve organisational performance which includes changes to the recruitment process and induction programme.
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