



Overview
This course is a series of three lunch and learn sessions. The first session is approximately 30 minutes, the second session is approximately one hour and the last session is approximately 30 minutes. The sessions will be held over a three-week period with one session each week, allowing candidates time to digest and reflect on the information provided. These sessions will be delivered in person and presentations can be circulated via email following each session.

Checklist

	To-do
	Notes
	Completed?

	Book a room
	Room needs to have screen, clickshare enabled and working sound. Provide paper and pens for note taking.
	

	Send session invitations
	Include overview of the course, and any pre-read materials.
Session 1 – CIPD factsheet
Session 2 - 
	

	Check information is up to date
	Ensure the information in the sessions is accurate and up to date in line with any policy or process changes.
	

	Send reminders a week before
	Include pre-read materials. 
	

	Check technology on the day
	Set up the room in advance to ensure the technology works – check sound on the video.
	

	Circulate presentations after each session
	Include feedback form.
	




Link to presentation - https://www.canva.com/design/DAGhIgqpa8g/WkTGTGIQAbgxQ06WROtSAQ/edit?utm_content=DAGhIgqpa8g&utm_campaign=designshare&utm_medium=link2&utm_source=sharebutton 















Session 1 of 3 – What is performance management

	Slide 1: Title 
	[image: ]

	Slide 2: Welcome
(1 minute)
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	· Welcome individuals to the session and to South Wales Police (SWP). 
· Make introductions.

	Slide 3: Ice breaker
(2 minutes)
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	· As you are both new to SWP we’ll break the ice by discussing the best way to eat a potato. For example, mine is mashed potatoes with lots of butter.
· Ask each individual to share.

	Slide 4: Objectives
(2 minutes)
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	· Outline objectives on screen.

	Slide 5: What is performance management?
(4 minutes)
	[image: ]

	· The CIPD define performance management as ‘the attempt to maximise the value that employees create’ (CIPD, 2025). 
· Broadly, it is a process involving managers and employees regularly reviewing responsibilities, expectations, performance and development with a goal of empowering employees to perform and meet organisational objectives (AIHR, no date a).
· Play video (YouTube, 2019).

	Slide 6: Pros and cons
(5 minutes)
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	· Effective performance management helps to communication the organisations vision, define expectations, provides a framework for team success, and manages ambiguity (Armstrong, 2016). 
· Employees with systematic performance management processes in place are more likely to rate their performance positively than those with no performance management. Systematic performance management covers objective setting, monitoring, feedback, and accountability (CIPD, 2023a). 
· Employee productivity can be enhanced through performance appraisals, continuous evaluation and feedback. This can also identify training needs when understanding the gap between actual and desired performance (Dixit and Sharma, 2021). 
· Various studies have found performance management processes complex and bureaucratic, often viewed as a ‘box ticking exercise’ by line managers and employees. Armstrong (2022) acknowledges issues with:
· Appraisals – tendency to be based on personal attributes rather than performance, they are usually annual so feedback is infrequent, they can heighten anxiety, and they focus on the previous 12 months rather than current or future needs.
· Performance ratings – are subjective, a study has shown that two supervisors rating the same employees would only give the same ratings around 25% of the time. 
· Objective setting – tend to be quantified whereas not all performance and roles can be assessed through the quantity of work completed, and it can be unclear how to align individual objectives to organisational goals. 

	Slide 7: Performance management in SWP
(4 minutes)
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	· SWP utilises a variety of performance management processes depending on individual situations. 
· The annual appraisal called ‘Perform’ includes two additional ‘check-ins’ through the year. This is an opportunity for line managers and individuals to assess objectives, performance and career development prospects. The format of Perform appraisals is uniform for everyone to encourage consistent and quality conversations (SWP, 2025). 
· The local reflective practice process is an informal performance management process for low-level issues where line managers discuss concerns and how outcomes could have been altered. There may be the need to provide some additional support or training in these circumstances but this is an informal conversation (SWP, 2021a). 
· Our Professional Standards Department (PSD) can also assign reflective practice in certain circumstances where they have assessed a person’s conduct as requiring improvement but not serious enough to be considered misconduct or gross misconduct (SWP, 2021b). 
· The capability and police performance regulations (PPR) processes are the formal routes of performance management comprised of four stages, one informal and three formal which could result in dismissal (SWP, 2013). 
· Other than using Perform to record objectives and discussions about career progression there is no standard approach in SWP to performance development and generally performance management is viewed as a negative or punitive process. 

	Slide 8: Perform
(4 minutes)
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	· SWP uses Perform scores for officers to determine suitability for promotion, this plays a part in officers ability to increment in their pay under the Police Pay Standards (PPS). 
· SWP should consider how useful annual appraisals are, feedback can lead to improvements in performance, however for feedback to be effective it has to be accepted by the recipient as fair and valid. Evidence shows that people tend to view their own performance more favourably so even when a performance rating is a true reflection of someone’s performance they are likely to view it as unfair or harsh, in which case they would be unlikely to accept feedback (Murphy, 2020). 
· A study by Majidi et al (2021) found that from an employee’s perspective feedback was the most important part of an appraisal, however inappropriate feedback was identified as a issue. Additionally, employees in the study felt that scoring was based on their personal characteristics and their relationship with their manager rather than performance. 
· To get the most out of annual appraisals line managers need to acknowledge accomplishments, give constructive feedback and identify areas for improvement. Setting SMART objectives helps create clarity on expectations and provide a basis for on-going performance management (People Management, 2023). 

	Slide 9: Reflective practice
(4 minutes)
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	· SWP uses reflective practice as a performance management tool for low-level performance concerns that do not necessarily require a formal performance plan. This is generally done on an ad hoc basis when issues arise, however the College of Policing (CoP) define reflective practice as being done on a regular basis which can improve self-awareness, emotional intelligence and decision-making abilities (College of Policing, no date).
· Reflection is part of the continuous professional development (CPD) cycle, the CIPD (no date) advise that reflection is a way to embed learning and improve professional practice. 
· The Independent Office for Police Conduct (IOPC) (2022) investigated opinions of reflective practice and found generally positive feedback, however it is viewed as a sanction, there are missed opportunities to use it, and there is not enough training on it.
· To improve the view and use of reflective practice in SWP going forward we would recommend reflective practice is used regularly with all employees to improve the perception and encourage employees to reflect on their work, identifying learning opportunities to address performance concerns before they become significant. 

	Slide 10: Gibbs reflective model
(3 minutes)
	[image: ]

	· An example of good reflective practice would be to follow a model like Gibbs reflective cycle. This model has six stages which clearly outline the reflection process (Gibbs, 2013).
· It a cyclical model which puts emphasis on the importance of revisiting experiences, assessing them from different perspectives, and using insights from this to inform future decisions (Simply Psychology, 2025). 
· Gibbs includes ‘feelings’ as part of the reflection acknowledging a person’s emotions and reactions factor into the outcome (University of Cumbria, 2020).

	Slide 11: Capability and PPR
(4 minutes)
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	· The capability process for staff and PPR process for officers is defined by the Police Staff Conditions (PSC) handbook and Police Regulations. They almost mirror each other in regards to process. 
· SWP include an additional informal stage to help address concerns before individuals move to any formal plan, however the informal stage can be bypassed if the performance issue is severe. 
· It is important for line managers to understand if an employee’s poor performance is because they ‘can’t’ do something or because they ‘won’t’ do something. ACAS advise if the employee has control over their actions then it is usually a conduct issue, if the employee has no control over it then it’s a capability issue and reasonable adjustments need to be made first (ACAS, 2024). 

	Slide 12: Questions
(1 minute)
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	Slide 13: References
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Session 2 of 3 – How to manage performance 

	Slide 1: Title
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	Slide 2: Welcome
(1 minute)
	[image: ]

	· Welcome individuals back for the second session. Introduce the subject.

	Slide 3: Outcomes
(2 minutes)
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	· Outline objectives on screen.

	Slide 4: Why are managers important?
(5 minutes)
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	· Get individuals to discuss why they feel line managers are important and what the primary role of a line manager is.

	Slide 5: The role of a line manager
(5 minutes)
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	· While performance management is generally considered a HR procedure or policy, the implementation of it is done by line managers. Research has found that line managers influence an employee’s discretionary effort, willingness to help others, flexibility, along with their commitment to the organisation (Kilroy, Dundon and Townsend, 2023).
· Gallup (2024a) found a correlation between unengaged employees and unengaged managers, demonstrating the importance of managers driving engagement through performance management activities including goal setting and regular meaningful feedback.
· Gallup (2024b) also found that most employees were not involved in goal setting, communication was lacking, and the way their performance was managed was unmotivating. Further highlighting the importance of communicating and involving employees in these areas of performance management.
· We recommend line managers give regular constructive feedback to their employees to build engagement, rapport and motivation. 

	Slide 6: The employee experience
(5 minutes)
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	· Employee experience begins with their first impressions of an organisation and continues through their career. 
· The employee experience has a large impact on satisfaction. Employee experience can be influenced by meaningful work, strong management, positive working environment, health and wellbeing, growth opportunities, and trust in the organisation (Josh Bersin, 2021).
· Organisations with a good employee experience strategy in place are 5.1 times more likely to engage and retain employees, and create a sense of belonging (Josh Bersin, 2021). 
· It is important to recognise that different experience factors will likely have differing levels of importance to different people at different times. For example, during the Covid pandemic the most important experience factors for employees was found to be health and wellbeing and a positive working environment (Joshi, Sekar and Das, 2024).
· HR do not have sole control over the employee experience, line managers need an understanding of their employees and how to enhance their experience and in turn strengthen loyalty, resilience and continuity (McKinsey, 2023a).
· Ask individuals how they think they could, or have, influenced employee experience.

	Slide 7: Retention
(5 minutes)
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	· As already discussed, employee experience has a large part to play in employee retention. 
· Employee engagement is currently only at 23% globally, however higher engagement is associated with a 78% decrease in absenteeism, 21% decrease in attrition, a 14-18% increase in productivity and a 70% increase in wellbeing (Gallup, 2024a).
· The most common reasons for resignation in police forces in the UK in 2024 were low morale (74%), job satisfaction (65%), personal life (63%), and under resourcing/workloads (60%) (Police Federation, 2024). The two top reasons have a clear link to engagement.
· SWP has recently introduced a formal exit interview process to better understand reasons for leaving. 

	Slide 8: Talent management 
(5 minutes)
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	· Talent management is a systematic approach to attraction, development, engagement, deployment and retention of employees (CIPD, 2024a).  
· The benefits of effective talent management include creating meaningful work and growth opportunities, increasing productivity and developing a high performing workplace. As you may note, these link back to the core principles of the employee experience (CIPD, 2024a).
· The CIPD (2024b) recommends utilising data and evidence in strategic workforce planning, ensuring recruitment practices are inclusive, and having in-house development and L&D programmes to upskill existing employees. 
· SWP continues to adopt and develop inclusive recruitment practices, and our L&D department and talent team have ingrained development programmes in place. The area we currently lack is data driven workforce planning, however this is currently being reviewed and developed. 

	Slide 9: Psychological safety
(10 minutes)
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	· CIPD research found team performance was effected the most by psychological safety and shared thinking (CIPD, 2023b).
· Psychological safety allows individuals to share ideas, give and receive feedback, ask questions, and report issues without fear of hurt or humiliation. The link between psychological safety and performance is noted within numerous research at individual, team, and organisational level (Mahmoud, Ahmad and Poespowidjojo, 2022).   
· When considering Maslow’s hierarchy of needs, safety comes just after physiological needs, this would include psychological safety. As such it is easily viewed as one the basic necessities people need in order to reach self-actualisation (McKinsey, 2023b). 
· A psychologically safe culture can be encouraged through, open communication, promoting a growth mindset, encouraging creativity and innovation, communicating clear expectation, and reflecting on mistakes, i.e. through reflective practice (Indeed, 2025a). 
· Ask individuals to discuss how they can create a psychologically safe workplace.

	Slide 10: Team roles
(10 minutes)
	[image: ]

	· Meredith Belbin developed a framework categorising employees into nine different roles. Each role has its strengths and weaknesses but all contribute to a high performing team. Belbin found through research that a team’s success was more dependent on behaviours of its members (Belbin, no date).
· The nine roles fall into three separate areas; social, thinking and action. Individuals can have attributes of multiple roles, these people tend to be more flexible and can choose their role based on what the team needs (Monsalves, Cornide-Reyes and Riquelme, 2023).
· Belbin’s framework can help managers understand their employees strengths, weaknesses, and what role they have in the team. This is also a tool that can be used when creating a new team by understanding what the objectives are and what roles are needed to meet those objectives (Belbin, no date). 
· Talk through the roles on screen.

	Slide 11: Team models
(5 minutes)
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	· Tuckman’s model identifies the stages of team development – forming, storming, norming and performing, with adjourning added later (Mindtools, no date).
· It is easy to track the stages of Tuckman’s model, team objectives can be amended to match each stage the team is in. Line managers can also have an understanding of when they may need to intervene and support the team through the storming stage, and when the team can be left to work on their own (Indeed, 2025b).
· It should be noted that this model look simple but in reality teams may get stuck in certain stages, and the process may not be linear and teams may regress to previous stages, this is where line manager intervention and understanding is key (Open University, no date).
· Hackman’s model doesn’t have specific stages but instead focuses on five conditions teams need – being a real team, compelling direction, enabling structure, supportive context, and expert coaching. This model helps manage teams with both the task and social aspects of the work, it’s a clear framework for managers and can be used as a checklist (LinkedIn, no date).
· However, Hackman’s model possibly overlooks other influences on a teams performance such as organisational culture, extrinsic rewards, and external environmental factors (Sloneek, no date).

	Slide 12: Questions
(2 minutes)
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	Slide 13: References
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Session 3 of 3 – Coaching and mentoring

	Slide 1: Title
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	Slide 2: Welcome
(2 minutes)
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	· Welcome individuals back for the second session. Introduce the subject.

	Slide 3: Outcomes
(2 minutes)
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	· Outline objectives on screen.

	Slide 4: What is coaching?
(5 minutes)
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	· Coaching focuses on improving performance and developing employees at work, and is generally delivered by those who are trained in coaching skills (CIPD, 2024 c).
· Successful coaches are clear and open, listen well, view people as capable and resourceful, and challenge traditional thinking (HR News, 2020). 
· The CLEAR coaching model gives coaches and ‘coachee’ a standard process for each session to provide consistency. 
· Contract – agree the goals
· Listen – understand the situation
· Exploration – assess what needs improvement
· Action – create an action plan
· Review – debriefing outcomes and discussing new strategies (Coach Foundation, 2025).
· Other coaching models include OSKAR, GROW and TGROW (AIHR, no date b).

	Slide 5: What is mentoring?
(5 minutes)
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	· Mentoring is when someone with more skills or experience shares their knowledge to develop an inexperienced employee (CIPD, 2024 c). 
· A successful mentor generally needs skills in active listening, communication, organisation, leadership, rapport building, observation, ability to provide constructive feedback, and problem solving (Indeed, 2025c). 
· Some guiding principles of mentoring include having regular one-to-ones, give clear explanations of feedback, not micromanaging but ensuring they have structure and support, and recognise and celebrate any ‘wins’ (Neubauer, 2024).

	Slide 6: The benefits
(5 minutes)
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	· Evidence shows that coaching can achieve a wide variety of positive outcomes, some examples include reduced stress and anxiety, increased resilience, better communication skills, increased job performance and productivity, and a higher rate of goal achievement. Good coaching and mentoring should build values, behaviours and capability of individuals and teams consistent with a healthy organisation. Through this SWP would be quicker to adapt and faster to react to changes (Parsloe and Leedham, 2022). 
· Employees who receive coaching showed a 70% improvement in productivity and performance metrics, and organisations with effective coaching programmes report a 25% increase in retention rates (Workizens, no date).
· Evidence also shows that return on investment for coaching can be up to 1.5 times the employee’s salary (Institute of Directors, 2023).
· We recommend line managers utilise a coaching leadership to help SWP build more of a coaching culture.

	Slide 7: Leadership styles
(5 minutes)
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	· There are many different leadership styles, and there is no ‘best’ way to lead, employees and teams will respond differently to different styles. It’s also likely that different situations will call for different styles, it’s important for line managers to be able to amend their style to fit. The most common leadership styles are:
· Autocratic – hierarchical structure, confident, motivated and dependable.
· Bureaucratic – characterised by hierarchy, set rules and processes they follow, disciplined and passionate. 
· Democratic – value team cohesion and shared decision-making. 
· Laissez-faire – allows employees to work autonomously, good at delegating and trust their teams.
· Pacesetter – lead by example, value results and takes initiative, thrives under pressure.
· Servant – prioritises well-being and harmony, values listening to others and is empathetic.
· Visionary – works towards a long-term goal, forward thinking and motivational (Harvard, 2025).
· These leadership styles fit into the seven essential team leadership functions identified by Tannenbaum and Salas (2020)
· Ensure clarity and alignment
· Hold teammates accountable
· Remove obstacles and garner support
· Manage team emotions and attitudes
· Foster psychological safety
· Encourage participation and empowerment
· Promote learning and adaption
· However, we’ll focus on the coaching leadership style which is characterised by line managers seeking to support development and growth by utilising coaching skills and building a coaching culture of continuous learning and improvement (Positive Psychology, 2023).

	Slide 8: Coaching leadership style
(5 minutes)
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	· A coaching leadership style requires acknowledgment of strengths, weakness and motivations of employees. It encourages empowerment and collaboration among the team (Indeed, 2025d).
· Characteristics of coaching leadership style include compassion, self-awareness, collaboration, encouragement and communication (NSLS, 2022).  
· There are challenges when it comes to coaching as a leadership style, it is more time-intensive due to the personalised nature, it also does require a level of skill and a commitment to continuous learning (AIHR, no date c).
· Have individuals discuss what leadership style they believe they demonstrate, or what leadership style they would like to utilise more.

	Slide 9: Questions
(1 minute)
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	Slide 10: References
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