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Hywel Dda University Health Board is an organisation in its own right, it also, both, falls under NHS Wales and has the Welsh Government as its employer.  With that there are certain policies, procedures and targets that are set at an All Wales basis that we must follow.
I attended a Performance Management (PM) training session delivered within the Health Board by members of the Workforce and Organisational Development Team.  It was clear that the focus on PM was their Performance Appraisal and Development Review (PADR) process.  This is not uncommon, however, it is not aligned to the viewpoint of CIPD (CIPD, 2018).  The training on how to complete the PADR, on the other hand, was effective.  There was discussions and activities on how to make the process effective and worthwhile, meaningful to both the employee and the line manager, which is suggest by many theorists (Ellis, 2016). 
Hywel Dda, along with all other Health Boards in Wales, have a PADR process that takes place on an annual basis.  The Welsh Government sets targets in the form of a percentage that must be carried out on time.  There are those managers that carry these appraisals out on time and with relevancy, supporting the employee to remain engaged and valued (Taylor, 2016). However, it is rare that this target is met, and some employees report they don’t even have then on an annual basis.  The Health Board have also had feedback that there are some managers that view the PADR process as a ‘tick-box’ exercise and so there is no quality or purpose in it. There is strong suggestion now that formal appraisals should be replaced with frequent discussions between line manager and  (Armstrong, 2017).  It is also during the PADR that managers should be identifying development areas for employees and pathways for progression (Galli, 2018).  If these PADRs aren’t happening, or are not happening meaningfully, then true identification may not be possible, leading an undeveloped employee, team and department.
While this is something that I talk about in meetings or write a paper on, it is not something that even the Board Members of Hywel Dda can decide upon, as it is a requirement from the Welsh Government; however, I do feel that it is something that should be reviewed.
Absence Management – Back to work discussions must be held with employees on their first day back after a period of sickness absence to ensure their health and wellbeing will not be affected by their being back in the job role they were in before.  In cases, it may be that a referral to the Health Board’s Occupational Health Nurse is necessary to ensure that all the necessary support is put in place to support their return to work (ACAS, n.d.).  While this is a good process, there are weaknesses to it that need reviewing.  For example, there are times when line managers and/or supervisors are not present on the return date of the returning employee, which delays any support needed.  Also, I am aware that our Occupational Health department is currently very short-staffed and so getting to see the nurse does take time, meaning any additional support required may not be recognised nor provided in a reasonable time, once again affecting the returning employee or masking a conduct issue (ACAS, n.d.).
As with other Health Boards, there are mandatory training targets that have to be met.  Each individual employee has its own mandatory training to complete, depending on job role.  Then a percentage is set as a target for each team, department, directorate and organisation.  
Within the Health Board there are various policies held on various aspects of PM, rather than one on PM itself.  These are induction, learning and development, PADR (non-medial & medical two separate policies), and capability (All Wales [not applicable to agency, bank or locum workers]).  Each of the policies are general to the overall Health Board rather than hold specific information on each of the services.  The way the Health Board’s induction is carried out, however, is not consistent across the board.  While all new employees have a corporate induction lasting between four and five days (depending on nature of the job), but all new Health Care Assistants get an extra weeks’ induction on top to undertake specific training for their job role.  While this in itself is good practice, it is something all new employees should undertake, not just one class of employees (Reuteler, 2017).
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