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Candidate name:  Catherine Ann Evans CIPD Membership/registration No.: 
49835269 
 

Qualification title:  CIPD Diploma in Applied Human Resources Unique Learner No. (ULN):  1919841 
 

Unit 
code 

Unit title Assessment 
criteria no. 

Evidence description Evidence 
reference 
number 

Assessor 
initials 

I/V initials if 
sampled 

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Screenshots of Performance Management policy EV.1   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Screenshot of Performance Management intranet 
site 

EV.2   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Screenshot of DAP showing objectives EV.3   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Screenshot of DAP Interim Review calendar 
appointment & grading following review 

EV.4   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 360-degree feedback EV.5   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Performance management flowchart EV.6   

5AIOP Contributing to Improving 
Organisational Performance 

1.1 Screenshots of Award Ceremony photographs, 
agenda and event information 

EV.7   

5AIOP Contributing to Improving 
Organisational Performance 

1.2 ACAS Code of Practice EV.8   

5AIOP Contributing to Improving 
Organisational Performance 

1.2 Equality Act 2010 information EV.9   

5AIOP Contributing to Improving 
Organisational Performance 

1.2 Police Federation information EV,10   

5AIOP Contributing to Improving 
Organisational Performance 

1.2 Role Profile Specific Attainments EV.11   

5AIOP Contributing to Improving 
Organisational Performance 

1.2 Competency Value framework & interview 
guidance 

EV.12   

5AIOP Contributing to Improving 
Organisational Performance 

1.3 Email to Manager to review sickness EV.13   

5AIOP Contributing to Improving 
Organisational Performance 

1.3 Research recommendation EV.14   
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5AIOP Contributing to Improving 
Organisational Performance 

1.3 Screenshot of probation form EV.15   

5AIOP Contributing to Improving 
Organisational Performance 

2.1 Email to Head of Department regarding upcoming 
training courses 

EV.16   

5AIOP Contributing to Improving 
Organisational Performance 

2.1 Transformational Leadership certificate EV.17   

5AIOP Contributing to Improving 
Organisational Performance 

2.1 DAP Screenshot from Promotion Board pack EV.18   

5AIOP Contributing to Improving 
Organisational Performance 

2.2/2.3 Email advising on DAP process EV.19   

5AIOP Contributing to Improving 
Organisational Performance 

2.2/2.3 Email from Line Manager EV.20   

5AIOP Contributing to Improving 
Organisational Performance 

2.2/2.3 DAP Intranet Page EV.21   

5AIOP Contributing to Improving 
Organisational Performance 

2.2/2.3 Advice and guidance poster EV.22   

5AIOP Contributing to Improving 
Organisational Performance 

2.2/2.3 Email from Line Manager relating to advice EV.23   

5AIOP Contributing to Improving 
Organisational Performance 

3.1 Line Manager training email EV.24   

5AIOP Contributing to Improving 
Organisational Performance 

3.2 Screenshot of NCALT training portal EV.25   

5AIOP Contributing to Improving 
Organisational Performance 

3.2 Advising recruit of NCALT information EV.26   

5AIOP Contributing to Improving 
Organisational Performance 

3.2 Expression of interest advert EV.27   

5AIOP Contributing to Improving 
Organisational Performance 

3.3 Performance Management survey EV.28   

Candidate declaration: 

• I confirm that the work/evidence presented for assessment is my own unaided work.  

• I have read the assessment regulations and understand that if I am found to have ‘copied’ from published work without acknowledgement, or from other candidate’s work, this may be 
regarded as plagiarism which is an offence against the assessment regulations and leads to failure in the relevant unit and formal disciplinary action. 

• I agree to this work being subjected to scrutiny by textual analysis software if required. 

• I understand that my work may be used for future academic/quality assurance purposes in accordance with the provisions of the Data Protection Act 1998. 
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1.1. 
Performance management within an organisation should monitor, maintain and improve 
employee performance and should be aligned to the organisational objectives (CIPD, 2020) 
Our attendance and performance management policy is available on our intranet. (EV.1) 
Our performance management at Dyfed Powys starts at the recruitment stage where we 
assess previous references and identify any issues.  Once employees have completed their 
six-month probationary period, they are then enrolled on our performance appraisal system 
by their line manager.  Guidance is available on our HR Intranet page along with all HR 
policies and protocols. (EV.2) 
We use a traditional performance management system called the DAP (Development and 
Assessment profile).  Our organisational objective is set by the Chief Constable at the start 
of the year and departmental objectives are set by the Head of HR, with personal objectives 
chosen by the employee.  (EV.3) The result of the organisational goals being tied to our 
departmental and personal objectives boosts employee engagement as was shown in 
research carried out by both (Gallup,2016) and (Deloitte,2015). 
Our appraisal system allows for monthly 1:1 meetings, interim review meetings (6 months) 
and an end of year appraisal where grades are decided after discussions between 
employees and line managers. (EV.4)  Feedback is continuously provided throughout the 
year and any issues can be addressed at an early stage.  We have recently introduced 360 
feedback, which will be included as part of the line manager training. (EV.5) This feedback 
can help both the line manager and the employee to form a performance picture 
Our monthly 1:1 meetings are where informal discussions take place around performance.  
The research highlighted by (Clear View, 2019) showed that regular meetings to discuss 
priorities and objectives are encouraging improved employee engagement. 
Our performance management system is supported by policies with flowcharts to assist the 
line managers (EV.6). 
Any performance issues are initially dealt with by line managers, if performance does not 
improve and further action is needed our Attendance and Performance Manager will 
become involved in advising on the formal stages of the process. 
Some examples of performance issues that are dealt with within Dyfed Powys Police 
include: 

• Failure to meet behaviours or standards as defined within the staff members role 
profile; 

• Inadequate efficiency or work output 

• Failure to achieve qualifications or training required for the role as defined in role 
profile; 

• Failure to co-operate and negative attiude to work 

Performance issues can arise due to high sickness levels and if the poor performance is due 
in part to sickness absence, but there are other issues, the line manager should progress 

unsatisfactory performance management. Our online sickness management system is 
coordinated by the divisional HR Officers.  The Line Managers receive automated emails 
regarding any outstanding actions including GP certificates, welfare visits and Occupational 
Health referrals.  The Line Managers are responsible for the transactional work which 
enables the HR Officers to be more strategic by quality-assuring sickness entries, providing 
advice and guidance and implementation of supportive plans including reasonable 
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adjustments and temporary restrictions to duties and hours of work to allow a return to 
work.  

Our Attendance and Performance Management Policy informs line managers that if our 
sickness triggers are met that a supportive plan should be put in place. Our triggers are 3 or 
more absences within 12 months, a Bradford score of over 200, and 28 days of consecutive 
sickness. There can be a lack of understanding of the supportive nature of the plans and 
they can be seen as detrimental to employee engagement. The HR Officers need to ensure 
that the line managers are engaging with the employee, to establish whether there could be 
issues at work or at home that are impacting their attendance and performance, and 
provide the necessary adjustments or support. 
We hold annual award ceremonies where managers and employees can nominate any staff 
member that they feel deserves recognition.  The awards are very popular and staff are 
encouraged to nominate colleagues, departments, external agencies or anyone they feel 
deserving. (EV.7) During the pandemic the awards were moved to a virtual platform to 
ensure that the employees continued to feel valued. 
 
1.2  
Our policies and procedures are underpinned by legislative information from the ACAS Code 
of Practice (EV.8). ACAS describe performance management systems as not only a tool used 
to identify poor performance but also a system that can be used to motivate, recognise and 
develop employees. 
Our DAP system has been designed to ensure fairness and minimise bias.  Employees that 
feel they have been treated unfairly during the performance review process could complain 
on grounds of the Equality Act 2010. (EV.9). If they feel the unfair treatment is due to sex, 
pregnancy, married or civil partnership status, transgender status, race, religion or belief, 
sexual orientation age or disability they could bring a claim for discrimination to an 
employment tribunal.  Managers need to ensure that they remain objective and not allow 
personal relationships to influence appraisals as this could destroy the trust in the 
manager/employee relationship 
If a claim is made for unfair dismissal due to capability, the appraisal records can be used in 
the legal proceedings – it is therefore imperative that the appraisal records are accurate. 
(Croneri, nd) 
Police staff have the option of joining a trade union (Unison) and police officers have a 
police federation representative (EV.10) – the representatives from both Unison and the 
Federation assist employees through the performance management process if needed, and 
are also involved in the development of the process. 
Our role profiles are clearly defined and based on the competency and value framework. 
(EV.11) All applicants before an interview are provided with the competencies and values 
level that they will be assessed against at their interview, along with guidance. (EV.12) 
 
1.3 
As part of my role as a police officer recruiter, I am required to analyse references received 
from employers prior to the recruit starting their employment with Dyfed Powys Police.  It is 
a requirement that recruits meet the absence standards required and if it is identified that 
they have high sickness levels in their previous employment we have to establish further 
details and pass to a Senior Manager for a decision as to whether we can progress the 
recruit. (EV.13) If the recruit triggers out sickness standards they will be rejected. 
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Whilst carrying out my research on the induction process content, (EV.14)  I identified that 
there was no information included on our performance management process and have 
suggested to the Senior Management team that this is included as part of the induction 
process to ensure we portray a positive image of the organisation including our values and 
culture. (CIPD, 2020) 
As a line manager, I complete probationary forms for any new employees which include 
appraisals at three weeks, two months and six months. (EV.15) As can be seen on the final 
probation form page, the completion of the six-month probationary period can be extended 
if required by consulting with the Performance Management Team or the employee 
progresses to become a permanent staff member.  
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2.1 
Within Dyfed Powys Police all line managers are required to undertake mandatory training 
to ensure they are not only capable of managing employees and day-to-day operations but 
also implementing our policies and procedures, whilst also supporting the development of 
their team. (CIPD, 2020). Research shows that less than half of line managers received 
training when they took on responsibility for people management. (Personnel Today, 2018) 
We provide various training courses for all line managers to ensure they are efficient at 
supporting their teams. (EV.16) 
Once employees become line managers in our organisation, they are enrolled on the 
Transformational Leadership course.   
I completed the training when I became a line manager and found the content assisted me 
in becoming an effective manager. (EV.17) During the course, there are inputs from various 
departments – one of these being from Employee Relations on the performance review 
process with Dyfed Powys (DAP).  Guidance was provided by the department on the 
appraisal process, but the modules within the transformational leadership course advised us 
how to change the way our team performed through effective management and coaching to 
allow them to grow and develop. (Harvard Business Review, 2016) 
The performance review process (DAP) was introduced in 2019 after feedback from line 
managers and employees that the annual system was ineffective and seen as a tick box 
exercise. As identified in 2019 by the Workhuman Analytics & Research study, 55% of 
employees believed that performance reviews did not affect their performance. (SHRM, 
2020) It was therefore important that our performance training encouraged line managers 
to motivate and inspire (HR Management, 2016) and to move away from negative 
comments.  According to a Gallup Study in 2019, 30% of employees that had received a 
negative appraisal began to look for a new job. From the feedback, a ‘self-appraisal section 
was introduced which allowed the process to become ‘two-way’.  
For our police officers, the DAP is used for promotion processes and performance is 
assessed during the selection stage.  Part of my role is to prepare the promotion application 
pack which includes a screenshot of the officer's DAP. (EV.18) If the performance review 
identifies any issues this would have an implication on the officer’s progression. 
 
2.2 & 2.3 
As in any busy organisation, time can be an issue for line managers as they try to juggle daily 
demands which can make finding time for regular 1:1 discussion difficult (Personnel Today, 
2018).  I arranged a meeting with a member of the team that had recently completed their 
probation period to explain the DAP process due to her Line Manager currently working on 
a project, and not having the time to explain the process. We discussed objectives and 
reflective journals and what was expected of the employee. (EV.19) As a team, we often 
help each other if workload allows, and also signpost other departments to the relevant 
person to assist with their query if we are unable to help. The Line Manager appreciated my 
input and was able to set up their 1:1 meeting. (EV.20) As a recruitment officer, I do not get 
requests for assistance with performance reviews but have ensured that I am aware of the 
process and assisted the Employee Relations team in setting up the intranet page. (EV.21) I 
was recently involved in developing a poster to assist employees in finding the correct policy 
or contact if they needed any advice or guidance which allows them to feel supported at all 
times. (EV.22) 
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I was recently contacted by a Line Manager for advice around the grievance procedure and 
talked them through the process due to my previous knowledge from working in the 
Employee Relations team, whilst on the call, they also asked for some advice on a 
performance issue.   The query was relating to a performance issue with one of the team 
and I was able to provide advice to ensure that the correct process was being followed – I 
used the Performance flowchart to establish what stage of the process they were at and 
was able to advise on the next steps. The pension manager was then able to carry out the 
required actions and was appreciative of my assistance. (EV.23) 
The Attendance and Performance Manager is currently developing a new policy for 
‘Supporting Performance Improvement Policy and Procedure’.  Line managers will be 
provided with the policy as it will provide detailed guidance on the support to be provided 
to employees. 
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3.1 
Within public services, performance reviews have been used since the 1970s.  We have 
recently updated our performance review system and it has been met with enthusiasm by 
our staff and officers, with a high completion rate within the required timeframe.  Our Chief 
Officers wanted to ensure that they created a shared vision of the organisation’s objectives 
and goals and that each employee understood their part in contributing to these.  They felt 
that this would manage and enhance the performance of both the individuals and the 
organisation. (Williams, 2002).  
Within all of our recruitment and promotion processes, we use the CVF framework to 
ensure clarity around what the organisation expects in relation to performance and to 
establish links between organisational and individual performance. (CIPD, 2020) 
(McKinsey, 2018) carried out research that showed that 60% of employees felt that 
performance management systems were fair and effective. As our fairness at work statistics 
are extremely low. this is a sign that our performance management system is effective, with 
Line Managers addressing any potential issues at an early stage.  Our employees are always 
kept aware of clear expectations by having 1:1 meetings, where managers are encouraged 
to emphasise the expectations and give support to employees in meeting them.  I have 
requested a meeting in October to identify ideas for introducing Line Manager training 
specifically for the DAP (Development and Assessment Profile). (EV.24) 
I feel that our current performance management system is effective and by revisiting the 
goals throughout the year as the needs of the organisation change, which became evident 
during the recent pandemic, it has prevented the process from becoming meaningless by 
the year-end. 
 
3.2 
Our performance management processes start prior to new employees joining the 
organisation by completion of online courses to ensure they are aware of our standards and 
expectations. (EV.25)  I regularly provide information to new employees on the 
requirements of the pre-join courses. (EV.26)  By having clearly defined job descriptions, 
using the CVF frameworks in interviews, and including an introduction to performance 
management in our inductions all new employees will be aware of the expectations of the 
organisation.   
Our performance reviews are ongoing workplace conversations, rather than the traditional 
annual meeting which allows Line Managers and employees to discuss and amend goals as 
and when required due to changes within the organisation. All individual, departmental and 
organisational goals are aligned. Research carried out by (Mercer, 2013) showed that strong 
people management skills were the driver of successful performance management and 
training for Line Managers is important and must include setting goals, evaluating 
performance and giving and receiving positive/negative feedback.  For high performance 
working to be facilitated, our Line Managers need to lead by example to ensure that stated 
and acted values are the same. (Tamkin, 2004) 
Reviews are a two-way conversation and employees are encouraged to discuss and question 
goals and objectives.  The appraisal system is linked with our succession planning promotion 
processes which encourage high performance working.  After the ‘end of year’ review, the 
appraisal has a second-level review by the Head of Department.  Employees are encouraged 
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to work on projects to vary their workload and remain motivated as personal satisfaction at 
work also has an impact on performance. (SHRM, nd)  
I have recently taken over the lead on Expression of interest processes which allow 
employees to apply for varying development opportunities which can vary from 3-12 month 
secondments. (EV.27).  Many of these opportunities lead to permanent positions within the 
various departments. 
As a police service, we are inspected annually by the HMICRFS and our performance is 
compared with other forces, any areas that need development are identified during this 
process and improvement measures put into place. 
 
3.3 
In order to develop performance management processes to enhance our organisational 
performance, I would recommend that we develop a survey to distribute to establish 
current thinking on the benefit of the performance management system.  In a study carried 
out by Deloitte 58% of senior management believed that their performance management 
systems did not drive employee engagement or high performance. (HBR, 2015).  A survey 
could also be distributed to the employees to gain feedback on the process – utilising some 
of the questions used in Deloitte’s staff survey. (EV.28)  
Line Manager training on performance management is another recommendation.  We need 
to ensure that our managers believe that the appraisal system is of value to the organisation 
and that it needs to be used to develop our workforce.  We need to move away from the 
belief noted by (Grant, 2021) that ‘‘We only hire A players. We don’t tolerate B players.’ The 
reality is that B players can become A players if you treat them in a way that makes them 
feel truly grateful.”  I would recommend that all line managers be issued with the new 
‘Supporting Performance Improvement’ document once it has been finalised, to allow them 
to support their teams effectively. 
The pandemic has shown us that annual goals and objectives do not work in times of 
uncertainty and that agile goals need to be implemented.  This has happened over the last 
twelve months as employees faced challenges within the organisation.  (Forbes, 2021) tells 
us that to enforce agile performance management we need more regular check-ins, 
increased trust, continuous learning and connection to the workforce.   
I have already provided our Induction Lead with my research report carried out on the 
current induction process and have recommended that the DAP process is included in the 
induction programme to inform new employees of the expectations surrounding 
performance. 
360-degree feedback has shown that feedback from colleagues positively motivates 
employee behaviour. (Edwards & Ewen, 1996).  I have recently introduced this in our team 
and feel that this would help other departments as peer appraisal is as important as 
feedback from Managers. (HBR, 2001) 
An effective performance management system enhances employee performance and 
therefore improves organisational performance – it is therefore important that employees 
realise the importance of the system.  With only 3% of organisations finding their 
performance management systems of value in Mercer’s Global Performance Management 
Survey in 2013, organisations must constantly update and improve their systems to keep up 
to date with external changes. 
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