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Performance Management within Mid and West Wales Fire and Rescue Service (MAWWFRS)

This assignment sets out to evaluate whether MAWWFRS approach to Performance Management (PM) requires a review based on the research I have undertaken: -

MAWWFRS High Performance Work Systems

Throughout my research undertaken it was made evident that having high performance work systems in place increased organisational performance. This is because they have the ability for employees to voice their concerns which will increase employee involvement and communication. 

MAWWFRS have several HR practices in place, which promote employee skills, some of which include Recruitment and Selection, Induction, Internal Development Review, Probation Period Review and Personal and Organisational Development for Individuals. All of these are interconnected but designed to enhance employee effectiveness. 

“A high-performance work system is a bundle of HRM practices designed to promote employees’ skills, motivation and involvement to enable a firm to gain a sustainable competitive advantage” (Datta et. Al., 2005). 

MAWWFRS and Employee Well-Being

Research suggests that an increasing number of Employers are turning their focus to well-being in the workplace. Well-being initiatives contribute to lowering absenteeism and in theory increase the productivity of a workforce.   

60 per cent of employees say they’d feel more motivated and more likely to recommend their organisation as a good place to work if their employer took action to support wellbeing. (How to promote wellbeing and tackle the causes of work-related mental health problems, 2020).

CIPD research shows that the average level of employee absence is 5.9 days per employee per year. In addition, the UK’s ageing workforce also means that employers will need to ensure they are taking a more strategic approach to supporting the health and well-being of their employees. (Employee health and well-being, CIPD Viewpoint, 2020).

MAWWFRS are continually promoting employee wellbeing by: -

“Wellbeing Clinics”: These have been introduced over the last few years and employees are encouraged to attend the open clinic, without an appointment or to drop in for a chat with the designated nurse, who offered individuals general wellbeing advice. 
Employee Assistance Programme (EAP): Care First, which supports employee’s wellbeing at work. This provides access to confidential telephone and online support services, which can be accessed 24 hours, along with their Care First Vitality Service. 

COVID-19 Pandemic: MAWWFRS raised the profile of Well-being and became more vocal in terms of issuing communications to remind employees of the facilities available to support individuals during this time and setting up webinars and reiterated the importance of work-life balance. 

Formal Performance Management System

MAWWFRS has the following systems in place:

· Probation Period for employees to undertake upon commencement of their employment.
· Annual Internal Development Review Programme (IDR).
· Organisational Development Pathways.

All the above include a meeting between the line manager and employee to discuss performance, setting targets to work towards and identifying training requirements.

This is in keeping with the definition by Briscoe and Claus (2008) who state ‘Performance Management is the system through which organisations set work goals, determine performance standards, assign and evaluate work, provide performance feedback, determine training and development needs and distribute rewards’ (Bhattacharyya, 2011).

The method used to record / measure performance is the ‘narrative method’. This is because the norm is after each meeting a written record is provided and recorded on an individual’s file. 

HR and Formal Performance Management 

Human Resources plays a key role in the administration of a performance management system within MAWWFRS. HR are relied upon to design the documentation and ensure Line Managers complete the appropriate paperwork to place on an individuals file. 

Having undertaken the research, it became apparent of how crucial it is for an appraiser to be provided with the necessary training to conduct an appraisal and this is an element I feel MAWWFRS could improve on. 

“If the company doesn’t train managers in how to do a good job in assessing performance, then the data coming out of the performance appraisal system is inaccurate and it results in bad decisions in compensation, succession planning and reductions in workforce” (Tyler and Tyler, 2012).

I believe a refresher session on undertaking appraisals should be factored in annually as staff are continually changing their roles within the organisation. This will also ensure line managers are fully aware of that is expected of them and how to achieve the best out of an individual. 

Conclusion

Performance Management within MAWWFRS seems to coincide with the research I have undertaken. 

The only recommendation I would consider is to introduce ‘360 Degree Feedback’ as members within the organisation tend to work along side various departments; not just within their own department and line manager. This I believe would provide a more accurate reflection of an individual’s performance; it reinforces the link between the competencies, behaviours and values required for a job and performance. It supports a performance culture (Benefits of 360-degree feedback, 2020).
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