Lunch and Learn
DRIVING PERFORMANCE
Tuesday, 21 June 2023, 12:30 pm to 2 pm (GMT) 

Katarzyna Kolowrocka (1805961)
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Address: Gwent Police Headquarters, Lakeside off Llantarnam Park Way, Cwmbran,  NP44 3AW.


The agenda for the event: 

12:15 - tea coffee on arrival.
12:30 - presentation
1:10 - lunch (dietary restrictions considered).
1:35 - coaching exercise. 
2 pm - 2:15 -post-event time for discussions and networking.


The purpose of the session: To educate the front-line managers regards strategies for enhancing police constables’ performance.
The objective of the learning lunch:
Staff Turnover, Absenteeism and Retention Strategies.
 Leadership, High-performing teams.
Coaching and Mentoring.

Relevance: According to Knowle’s andragogy theory (Shackelton-Jones, 2019), adults learn best when the learning is relevant to their work. Therefore, ‘managing hybrid teams’, and ‘presenteeism’, are not included in the presentation to avoid disengagement. 
Method: Social learning was a chosen method. Knowles' andragogy theory (Shackelton-Jones, 2019), suggests that adult learners acquire knowledge by engaging in discussion, collaboration, and networking. According to Batistic (2017), through networking, individuals can learn about best practices and emerging trends that could impact their work. They can exchange ideas and experiences, ask questions, and provide feedback. Managers who are new to their roles as front-line managers or experiencing difficulties in their current positions may particularly benefit from this learning lunch. According to Shackelton-Jones (2019), the physical classroom provides an opportunity to engage in hands-on activities to enhance the learning experience. These exercises can reinforce key concepts, promote active participation, and help participants develop practical skills. Additionally, participants can receive immediate feedback from instructors and peers, which can be invaluable in identifying areas for improvement and promoting growth.
Shackelton-Jones (2019) states that adults learn best by listening to stories and real-life examples. This approach helps to engage learners, create emotional connections, and make learning more relevant and applicable to their work.


PRESENTATION AND PRESENTER NOTES:
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High Staff Turnover
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According to government data (Gov UK, 2022), 6% of police officers resigned in Great Britain in 2022, the highest rate since 2003. Additionally, 42% of resignations were voluntary (Charman, 2022, Ross, 2022). Top of FormGallup (Kruse, 2022) estimates that replacing a single employee could be twice their annual salary. According to Kakuske (2015) multi-staged, complex selection processes and long initial training used by the police force make this cost even higher. The Police Uplift Programme has spent £3.6 billion to bring on board 15,000 officers (Ross, 2022). This investment could support other initiatives, such as training and development for current and new officers, and purchase and implement technologies or cutting-edge data analytics software. 
Organisations face challenges in recruiting and retaining competent employees in the contemporary labour market (Taylor, 2019). The police force is especially impacted, by the staff shortages, as the job requirements for becoming a police constable are demanding. High turnover rates and recruitment challenges created a situation where the remaining employees take more responsibilities and work longer hours to compensate for the staff shortages (Gwent Police, 2021). 
The significant amount of work that employees have may lead to leaveism, which Betts and Farmer (2019) refer to the practice of using ‘rest days to catch up on work or complete tasks that they cannot finish during normal work hours.
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• Ensure better handover of work to the following shift, so officers can leave work confident that any safeguarding concerns are being addressed.
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Heavy workloads can lead employees to feel stressed and emotionally exhausted. Ultimately leading to burnout. Burnout is a state of emotional, physical, and mental exhaustion caused by excessive and prolonged stress (Shirom, 2019). It can cause employees to become disengaged, unproductive, and even cynical towards their job. This, in turn, negatively impacts their performance, as well as their overall well-being. The effects of burnout can be so severe that response officers need to take time off from work due to illness. According to data from Gov. UK (2022), 1.9% of staff in Wales were on long-term sick leave in 2022. 
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Absenteeism results in higher organisational costs, public service interruptions; lower team morale, causing frustration for those who have to pick up the extra workload (Turner, 2020). 


To manage absenteeism, it is crucial to prioritise prevention by emphasising employees’ well-being, including directing people to appropriate services and regular well-being support and discussions with the manager (Betts, Farmer, 2019). 
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To effectively address the significant increase in voluntary resignations in recent years, it is crucial to understand the root causes of this trend. 
[bookmark: _Hlk133862130]Data collected by the independent researcher Charman (2022) identified that officers are not resigning due to challenging roles but organisational issues.
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POOR MANAGEMENT (Ross, 2022)
Officers experienced a sense of being undervalued or ignored by their line managers, who maintained a distant and unsupportive relationship. Consequently, officers were reluctant to share any issues or difficulties they encountered with their line managers.
PROMOTION PROCESS (Ross, 2022) 
Officers reported a sense of unfairness regarding promotion opportunities and insufficient guidance on attaining their career aspirations. The promotion process leans towards favouritism, as higher-rank officers tended to promote individuals with similar attributes to their own, leading to a lack of diversity in senior positions.
LACK OF VOICE (Ross, 2022).
Officers complain about a lack of opportunity to express thoughts or contribute to decisions that affect their daily responsibilities. This absence of a voice was also apparent in a phenomenon known as "groupthink," in which officers encountered resistance or exclusion when questioning dominant beliefs and behaviours. 
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According to the Police Federation (Force Forum, 2023), Gwent Police officers are still among the most satisfied in the country. However, 64% of constables stated that they do not feel appreciated. 10% of officers in the Gwent Force intend to leave within two years due to low pay. 

Retention strategies and pull factors.
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In a living cost crisis, one of the most powerful pull factors is a competitive salary, which attracts and retains top-performing employees. The government determines the salary structure in the public sector. While it provides stability and consistency in salary expectations, it creates challenges to compete with the private sector, which can offer more lucrative compensation packages. To attract and retain talented employees in the public sector, organisations need to explore other ways to incentivise their employees beyond monetary rewards. Offering benefits such as opportunities for achievement, career development, and a positive work environment can be a pull factor for employees, especially millennials (Armstrong, 2019). Non-financial rewards can help employees feel valued, thus increasing their engagement and performance, motivation and job satisfaction. But there was less evidence that they made a direct impact on retention. 
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STRATEGY 1 Value employees and allow them to express their opinions.
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[bookmark: _Hlk132119518]According to Charman (2022), the initial step towards resolving high staff turnover is to provide employees with a chance to express their views through exit interviews. Exit interviews provide organisations with valuable feedback from departing employees, which can help identify areas for improvement and prevent future turnover. The exit interview process is often seen as a ‘tick-box’ exercise, with little engagement or interest shown by management. Additionally, exit interviews may not be completely reliable as employees may not share honest views and experiences with their managers, particularly if their relationship is negative. As a result, organisations may not receive a complete picture of why employees leave. It is important to note that conducting exit interviews does not prevent employees from resigning. Therefore, Kruse (2022), recommended stay interviews to identify issues which lead to employee resignations and prevent the loss of talented employees. Additionally, stay interviews help managers identify their employees' career goals and development opportunities, leading to higher engagement and performance. Bergeron (2022) noted that stay interviews can be time-consuming, burdening overloaded line managers with additional responsibilities.
Organisations should consider implementing both methods to maximise their effectiveness, gain a complete picture of their employees' experiences, and make informed decisions to improve employee retention and performance.
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Tuckman's theory (King, Lawley, 2022)  explains how teams develop, evolve, and mature over time. By understanding the different stages, managers can tailor their leadership approach to support their team's growth effectively.
In forming stage, an effective leader (Belbin, 2010) recognises each team member's strengths and weaknesses and assigns roles that best suit their skills and personalities. This allows to bring out the best in each individual and encourages them to maintain a high level of performance even when unsupervised (Warren, 2023). According to King and Lawley (2022), when a new member joins a pre-existing team, they may encounter difficulties because the other members already have established roles. The manager is responsible for supporting the new member in assimilating into the team, assigning new roles, and facilitating collaboration.
Disagreements and clashes characterise the storming phase. Belbin (2010) suggests that conflicts arise from differences in personality and ego clashes. Karau and Williams (1993) noted that team tension arises when there is an unequal contribution to workload. To foster motivation and engagement, it is crucial to ensure that all team members make an equal contribution. Hence, addressing poor performers must be dealt with in a way deemed fair by all the team members.
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Neglecting to address underperformance can create tension among police officers, who may experience a sense of inequity as they carry extra work. This tension can have a negative impact on the team's ability to collaborate and communicate. Ultimately, that can negatively impact the department's ability to achieve its goals and effectively serve the community.





Management of Underperformance
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To address underperformance effectively, it is crucial to identify the root cause of the problem before taking any action. Cespedes (2022) suggests that underperformance may arise from an employee’s lack of capability or motivation. If a lack of capability is identified as the problem, additional training and support can be provided to enhance employee skills and knowledge. If a lack of motivation is identified as the cause, methods to increase motivation can be implemented, as it can negatively impact their productivity, performance, and overall well-being. In order to address this issue, it's important to identify the underlying cause of the lack of motivation. If the lack of motivation is due to low confidence, focusing on building self-esteem and seeking support and feedback from others can be effective.
If the underperformance continues, the manager may need to consider disciplinary action after all other options have been exhausted.
In the norming stage, teams function well due to the presence of established norms of behaviour. The leader promotes more collaborative decision-making processes as the team becomes more dedicated.
The performing stage is when the team works efficiently towards achieving its goals, and members trust each other and are committed to the team's success. Managers empower teams by delegating responsibility and providing feedback to sustain their progress and enhance their skills and abilities.
FIVE MINUTES DISCUSSION:  BENEFITS  OF HIGH-PERFORMING TEAMS for employees and organisations.
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Organisational benefits King and Lawley (2022):
High-performing teams can accomplish more work in less time and with fewer resources due to their ability to collaborate, delegate, and prioritise tasks effectively. They have higher levels of motivation, morale, and job satisfaction, which can lead to lower turnover and absenteeism rates. 

Benefit for an individual: 
provide emotional support, and satisfy belonging needs. The collaboration among team members facilitates the exchange and preservation of expertise and abilities, that even if a team member departs or is absent, the knowledge is not lost. 
The final stage is the adjourning stage, where the manager celebrates the team's successes and encourages ongoing collaboration. Fritsvold (2023) Recognising and celebrating the team’s accomplishments and milestones can boost motivation, confidence, and overall performance.
CRITIQUE OF TUCKMAN MODEL.
While Tuckman's model has contributed to understanding group development and dynamics, it is not without critiques. Overemphasising linear progression: The model suggests that groups move through the five stages sequentially and predictably. However, group development is often more cyclical or chaotic, with multiple stages or processes happening simultaneously or in different orders.
The model focuses on internal factors that affect group development, such as communication, conflict, or norms. It overlooks the impact of external factors, such as organisational culture or social context, which can significantly influence the group's outcomes and effectiveness.











The Leader’s Role in Influencing Employees’ Performance.
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Individuals have different leadership styles that they naturally lean towards. However, not all leadership styles are appropriate for every situation. It is important that the leader is flexible and tailors their approach to the needs of the team members to ensure the best outcome. In a result, team members feel motivated and engaged and perform at a high level. According to Humphrey (2014) leadership style depends on the role's complexity, employees' experience level or motivation. The leader’s role changes as the team evolves. Transactional leadership is best suited for teams with inexperienced members who need clear guidance, direction, and expectations. As described by Fritsvold (2023), this style relies on a system of rewards to motivate subordinates. It is focused on achieving specific goals and holding team members accountable for meeting performance metrics. Transactional leaders tend to prioritise results over relationships, therefore, can be effective in driving performance Khattak, et al (2017), as it establishes clear goals and provides feedback and recognition for good performance. However, it may not be effective in fostering a positive work environment, as noted by Rodriguez and Brown (2016). The rewards-based system can also create a competitive environment that may hinder collaboration and teamwork. 
With more experienced labour, Humphrey (2014) recommends a more relationship-oriented and supportive style, where the leader facilitates the growth and development of the team. Transformational leadership Alvarez, et al (2016) Dierendock et al. (2014),  is a “people-centred approach” that aims to inspire, empower and develop followers so that they can achieve their full potential. Abelha, et al(2018), Suk et al. (2017) This open door policy where employees do not afraid to share their ideas with the team and the leader, increases team effectiveness. Transformational leaders effectively build strong teams and drive performance improvements Bin et al. (2016). And successfully reduces staff turnover and absenteeism.
As employees become more competent, highly motivated and capable of taking on responsibility, the leader shifts into a delegating role. In this case, a participative, democratic, servant leadership style is more appropriate. leaders involve the team in decision-making processes, which builds trust and foster collaboration among officers, improving morale and performance. 
Police demanding role requires leaders to give specific, detailed-oriented instructions to subordinates. The authoritative style is effective when quick and decisive action is necessary in a crisis. The leader exerts full control over the team and makes decisions without seeking input from subordinates, reducing decision-making ambiguity Fritsvold (2023). Military and police have “historically followed an authoritative model, as it promotes a sense of discipline and order. However, this hard-nosed leadership style is less effective as the next generation enters the labour market. Under this leadership, subordinates feel their opinions and ideas are not valued. Ultimately reduces morale, job satisfaction, and performance.
Cain (2017) suggests that two leadership styles are critical in law enforcement: situational and transformational. Situational Leadership requires quick assessment and recognition of the appropriate personnel and resources for specific tasks. 
Situational leadership involves utilising various leadership styles based on the particular situation and context at hand to determine the best approach that caters to the needs of the group or individual while considering their readiness and abilities. This method of leadership is flexible and adaptable to meet the unique demands of any given circumstance. A transformational leader inspires officers by highlighting their achievements, recognising their strengths, providing opportunities for growth, and honing their skills.
PRACTICAL EXERCISE
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ADULTS LEARNING THEORY (Shackelton-Jones, 2019).
 
Adults learn better when the learning is focused on a specific problem or need that they want to address. Problem-centred learning helps adults to apply their learning to real situations. 
An activity includes several different scenarios that sergeants encounter in their day-to-day duties. After each scenario, sergeants would be asked to reflect on how they approached the situation and their leadership style. They would then be given feedback on their approach and encouraged to think about other ways they could have responded to the scenario using different leadership styles. This activity would help sergeants understand the strengths and weaknesses of different leadership styles. It would also encourage reflection and self-awareness, which are important qualities for effective leadership.
Scenario One: A junior officer comes to you with a personal problem affecting their performance. They ask for your advice on how to deal with the issue.
Leadership styles to consider: Coaching/Servent, Transformational, Servant
Scenario Two: You lead a team on a high-pressure operation. The team performs well, but some personality clashes and conflicts affect morale and productivity.
Leadership styles to consider: Transactional, Democratic, Autocratic
Scenario Three: You have noticed that one of your officers is struggling to keep up with the job demands. He makes errors and takes longer to complete tasks than the rest of the team.
Leadership styles to consider: Directive, Transactional, Coaching


STRATEGY 3 Development and clear career path. 
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[bookmark: _Toc59564534]2.1 Coaching and Mentoring  
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Coaching and mentoring (Thedham, 2018) are developing methods that improve individuals' behaviour and performance. Coaching (O'Connell, 2012), is a non-directive approach that helps individuals find solutions to challenges independently. Unlike management or mentoring, coaching is less instructional and eliminates bias (Schneider, 2018), since an individual is responsible for drawing conclusions. Coaching empowers employees to develop confidence and self-awareness by taking the initiative and determining the next steps (INPD, 2021). Coach, similarly to Canceler, provides a tool that individual can resolve problems independently, ultimately resulting in long-term cost savings.
Mentoring is where a newly trained individual is paired with an experienced mentor who shares the knowledge and guides them in their career development (CIPD, 2021). It can also be used in the promotion process, where the manager assists the mentee in transitioning to advanced roles or areas of specialisation (INPD, 2021). However, mentoring relies heavily on the mentor's knowledge, skills, and experience. If the mentor lacks the necessary expertise or has a limited perspective, they may be unable to provide valuable guidance to the mentee.

COACHING MODELS - assists a coach in guiding a coachee through a session
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Although literature classifies this model as a coaching tool, Thedham (2018) argued that the Instant Pay Model combines elements of both coaching and mentoring. According to him, the first three stages of the model are coaching, and the last stage is more mentoring approach, which means that the coach brings the experience to the conversation in the last stage. 






BENEFITS of COACHING
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Enhancing relationship 
When the leader takes time in employees’ development, and employees feel heard and respected, this it strengthens the manager’s connection with the team and builds rapport and trust (INPD, 2021). Ultimately, employees are more motivated and engaged
Coaching Defines Goals and Develops Skills ILM (2023) 
The manager identifies essential abilities required to succeed in a role and, through coaching, guides individuals to acquire those skills. Leaders who take a coaching approach can help staff define their goals and identify the actions to achieve them. Mentoring could be used to show the path to success and promotion. 


SLIDE: Individualised development plans (IDPs)  
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Personalised action plans are designed to help an employee achieve their unique career goals (Kruse, 2022). For example, if an employee is after a sergeant promotion, their IDP may focus on developing specific leadership skills.        
DVLA conducts monthly ‘Talent Conversation’, a coaching session to discuss personal development, career aspirations, and progression. The conversation focuses on exploring potential career paths and opportunities within the organisation. The aim is to help employees understand their career options and to support them in developing the skills and experience necessary to progress in their chosen field. This plan includes training opportunities, job shadowing, or stretch assignments designed to help employees acquire new skills and experiences.
Coaching and mentoring revitalise careers by preventing employees from becoming stagnant in their current positions and helping them progress, which ultimately drives the company's growth. As a result, this can lead to increased productivity, job satisfaction, and the promotion of a culture that values ongoing learning and development.
COACHING AND MENTORING LIMITATIONS:
While mentoring and coaching improve employees’ skills and knowledge, do not address the root causes of poor employee performance, especially when underperformance is related to organisational culture, management practices, or other internal factors.
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Employees underestimate their skills or, worst, overestimate, which can negatively impact the team and organisation (Spector, 2011; INPD, 2021). If employees do not utilise their skills and expertise, the team and organisation do not benefit from their full potential as much as they could. On the other hand, some employees may have an inflated sense of their abilities, leading them to take on tasks they are not fully qualified for, increasing the risk of errors and potentially causing damage to the organisation’s reputation. Therefore, according to CIPD (2021), manager’s role is to develop a realistic view of employees’ abilities through effective performance management processes. 
[bookmark: _Toc134549752]2.0 MAIN FINDINGS
[bookmark: _Toc134549753]2.1 Different performance management approaches and their impacts.
Contemporary performance management (CIPD, 2022) is a continuous process of assessing employee performance and providing constructive feedback to help them improve in line with an organisation’s objectives. According to Woolston (2019) organisations rethink their performance management strategies to create more effective and meaningful ways of measuring and evaluating employee performance in today’s fast-paced world. Instead of relying on traditional annual, formal performance review meetings, they shift towards more informal and frequent ‘development conversations' (Armstrong, 2019).
According to Cespedes (2022), performance appraisals are important for evaluating employee performance. However, they were criticised for being time-consuming and failing to provide a clear evaluation. Despite criticism of performance appraisals, CIPD (2016) provides evidence of the effectiveness of performance appraisal on workplace performance.
According to the report, organisations could not make strategic decisions regarding employee development without this process. Furthermore, performance appraisals allow managers to determine which employees are performing well. According to Sriganthan (2023), it is important that employees’ hard work is recognised and rewarded. Otherwise, employees will lose motivation and job satisfaction. 
The police force follows a punitive system, where employees are responsible for mistakes and failures. This approach aims to correct their behaviour by giving them reprimands, disciplinary action, or even terminating their employment for severe offences. Employees understand the consequences of their actions, which, in turn, prevent them from engaging in misbehaviour in the future (Armstrong, 2019). A punitive approach and negative feedback have been criticised by the CIPD (2022b) for being demotivating to employees. While holding employees accountable for their actions, adopting a supportive and positive approach that focuses on learning and development is equally important. Collaborative approaches effectively improve employee performance and job satisfaction by addressing the root causes of performance issues, such as skill gaps, rather than punishing employees for their mistakes. Additionally, collaborative approaches are more likely to foster trust and positive relationships between supervisors and employees, leading to better job performance and a more engaged workforce. 
Gwent Police conducts a monthly staff review, focusing on employees’ workload, goals, and well-being. Along with the formal review process, police constables receive ongoing, personalised feedback from their managers. This performance management approach is well-received by employees, allowing them to improve their performance continuously (CIPD, 2022b). Addressing minor issues through regular feedback prevents them from escalating into more significant problems, misconduct, and legal cases. Budworth et al (2015) assert that employees who receive positive feedback perform better. Negative feedback can damage relationships between sergeants and police officers, particularly if employees feel they are being evaluated unfairly or if managers are overly critical or punitive. 
Police departments also adopt the Key Performance Indicator (KPI) approach for managing employee performance. This method involves identifying the metrics that are relevant to evaluate an employee's performance. KPIs are typically used to track progress towards specific goals or targets and provide a way to measure performance quantitatively. is difficult to measure the performance due to the complexity of the role. Some tasks are easier and straightforward, and some are more complicated and require a longer time to complete. One important KPI for police staff is their efficiency in handling workload and time to complete administrative tasks. Response time is also an important KPI that measures how quickly police constables respond to emergencies. CIPD (2022 a) notes that performance management systems that rely on metrics and numerical targets can demotivate employees, who may feel they are being reduced to numbers.
Gwent Police focuses on individual employee performance evaluation rather than team performance. This can lead to a competitive rather than collaborative culture. Organisations, which emphasise team-based performance evaluations, build stronger teams and improve collaboration. By focusing on team-based goals, individuals are encouraged to work as a unit, with a shared sense of responsibility for the team’s success. Procter and Gamble use a system called "The Five Behaviours of a Cohesive Team," which includes assessing how well teams are able to build trust, engage in healthy conflict, commit to a shared goal, hold each other accountable, and focus on achieving collective results. 
Zappos, the online shoe retailer, and Spotify, the music streaming company, use a peer-to-peer evaluation system where employees rate each other and then work together to identify areas for improvement and develop strategies for addressing them. This method provides a more precise evaluation because managers may not always possess enough knowledge to fairly assess an employee’s performance (SHRM, 2010). However, when the performance is strictly based on peer review, it can lead to biases and favouritism, as personal relationships or other non-work-related factors may influence the reviewers. This can result in an inaccurate assessment of an employee's performance and lead to demotivation and lower morale. Therefore, it is necessary to incorporate other forms of evaluation, such as self-assessment and supervisor feedback, to provide a more comprehensive and unbiased evaluation of employee performance.
[bookmark: _Toc134549754]2.2 Influence Model and Stakeholder Theory.
When planning strategies to improve employees’ performance and to make performance appraisals successful, there is a need to identify key stakeholders. Stakeholder theory focuses on the idea that organisations should consider the interests of all stakeholders, including managers, employees, and the wider community. By considering the needs and expectations of all stakeholders, organisations can create more sustainable and successful business strategies. The HR and business partners (CIPD, 2021) work closely with management teams to help build organisational and people capabilities. Managers are the most important stakeholder in driving employees’ performance as attitude, behaviour, and involvement will affect performance appraisals. Armstrong (2019) highlights the crucial role that business partners can play in encouraging management to conduct performance appraisals effectively. The success of this approach depends on business partners first understanding the challenges that managers face and then demonstrating the positive outcomes of this process. One of the main challenges is that managers often view performance management as a time-consuming task and a mere formality that they need to tick off their to-do list (Charman, 2022). Lack of time was repeatedly mentioned as an issue in line managers’ ability to provide as much ongoing support to each individual as they would like (Betts, Farmer, 2019). This leads to a lack of engagement, negatively impacting the organisation's overall performance. Bauer’s et al (2009) highlight that when performance appraisals are conducted effectively, they develop employees' abilities, promote independent thinking and problem-solving, and ultimately benefit the organisation as a whole. Additionally, competent and self-sufficient employees can free up management resources for other important responsibilities.
Employees are a crucial stakeholder group directly impacted by performance management. Betts and Farmer (2019) suggest that organisations should make an effort to demonstrate the value of performance processes to employees, as this would increase their engagement with the process. In order to achieve this, employees need to have confidence in the performance review or appraisal system. One of the ways to demonstrate the value of performance management is to ensure that employees receive adequate training and development opportunities based on the feedback they receive from performance appraisals. Feedback from police officers, who had requested specialist training for four years with no success, highlights the frustration when employees feel their efforts to improve their skills and capabilities are not supported by the organisation.
Therefore, it is essential to ensure that performance management is not just a one-off process but a continuous cycle of feedback, development, and improvement. Cespedes (2022) recommends that managers should follow up on the results of appraisals and take action to address any employee concerns or issues. This approach will help create a continuous improvement culture and motivate employees to engage in the performance management process.
Effective performance appraisals can identify areas where additional training or development may be necessary to improve the performance of police officers, ultimately benefiting external stakeholders such as the public and other emergency services. For instance, if police officers fail to respond to emergency calls promptly, it can create pressure on ambulance or fire services, resulting in negative consequences for the public. 
[bookmark: _Hlk133892807][bookmark: _Toc134549755]3.0 CONCLUSION
Overall, rethinking performance management involves moving from traditional approaches focusing solely on evaluating employee performance to more dynamic and empowering strategies supporting ongoing development and growth. They are designed to help organisations support employees in achieving their full potential while driving overall business success. 
Performance appraisals should be viewed as an opportunity for growth and development rather than just a routine exercise. While performance appraisals can be useful, they must be carefully implemented to avoid demotivating employees, harming relationships, and promoting a culture of competition or unethical behaviour. By adopting a more effective and supportive approach to performance appraisals, police departments can improve employee engagement, performance, and overall job satisfaction.
[bookmark: _Toc134549756]4.0 RECOMMENDATION:
The NHS’s “360-degree” appraisal process (Maddock, 2021) effectively comprehensively evaluates an employee's performance. By gathering feedback from multiple sources, including supervisors, colleagues, and patients, the appraisal process provides a well-rounded perspective on an employee's strengths and weaknesses. This approach enables employees to receive constructive feedback on their performance and areas for improvement, which can help them develop their skills and enhance their performance (Koh, Ng, 2020). By gathering feedback from multiple sources, the appraisal process can provide a more accurate, comprehensive, and objective evaluation of an employee's performance. 
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“The number one priority for the force has to be staff wellbeing,
because ... you can'’t protect vulnerable people and fight crime and fight
terrorism if your cops are tired.” (Constable/sergeant) (@etts & Farmer, 2019)
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achieve satisfaction from their role.
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