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Mid and West Wales Fire and Rescue Service’s Approach to Performance Management 

Mid & West Wales Fire and Rescue Service operates 58 fire stations across 12000 square kilometres of Wales, employing around 1,300 employees (MWWFRS, 2020a). Morgan (2015) suggests that there are 5 types of organisational structure, of which, MAWWFRS operates a traditional hierarchy structure with differing levels.

Max Weber identified hierarchical structure as a central principle of a bureaucratic organisation, along with specialisation and impersonal rationality (Kew and Stredwick, 2010). Due to the rigid organisational structure, those in higher hierarchical positions such as Directors, give instructions to those further down. MAWWFRS use a ‘top-down’ approach to communication, whereby decisions are made at the highest level and transpired through to those lower down the hierarchy.

Due to the vast number of employees, performance management systems are very limited within the organisation. Employees are asked to complete an Independent Development Review (IDR) on an annual basis. CareerSmart (2020) explain the purpose of an IDR from an organisation’s perspective is to “assess an individual’s performance and to reinforce the connection to the aims and objectives of the organisation”. The IDR is an electronic form allowing individuals to access this information whenever convenient, made up of several questions in line with the Service’s strategic aims and objections. Upon completion, it is submitted to line-managers whereby a meeting is scheduled to discuss any issues or concerns raised, as well as highlighting individual development requirements in line with career pathways established by the People & Organisational Development Department. Unfortunately, due to time constraints and increases in workload, these meetings often do not take place, instead are completed by line-managers who are not in the presence of the individual to discuss where behavioural assessments are made (Taylor and Woodhams, 2016). In this instance, the form is then returned to the individual who can then view any comments made. 

As a member of the HR Department, it is important that we, as professionals, guide and assist line-managers in carrying out their duties. Line manager training is provided on a quarterly basis, whereby policies and procedures are explained. All the necessary information required to carry out such role, is accessible to line managers via the Service’s intranet. Where responsibility has devolved from HR to line managers, training is essential in ensuring the correct decisions are made. Unfortunately, due to the current Coronavirus pandemic, sessions have been postponed as working arrangements for employees have changed and will therefore continue when suitable to do so. 

A means of reward system is in place within the Service, whereby line managers can request an ‘honorarium’ payment to be made to individuals with good justification, for example, if they have gone above and beyond their role to cover a period of sickness, or if they have taken on more responsibility than what is outlined within their job description. This means of ‘reward’ is down to the line-manager and is not equally addressed by all departments. 
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Marchington et al (2016) highlights the importance of employee induction in creating the right cultural expectations for all new recruits, setting the standards. HR Advisors are present in all new recruit inductions providing documentation for individuals to keep and refer back to at a later date. At this point, we, as HR, can convey the requirements of the Service to the individual, signposting them to any additional Service’s they require. 

Unfortunately, due to the demands on Departments, performance management is not something that is of high priority, therefore this is something that MAWWFRS could look at to improve. Abudi (2014) recommends the use of informal performance management methods to gain more honest feedback from employees. In conjunction with the annual IDR, a regular informal approach to performance management would be beneficial to MAWWFRS. This would provide employees a frequent opportunity to communicate any concerns with line management.  
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