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Executive Summary
The purpose of this report is to critically analyse organisational culture within Neath Port Talbot County Borough Council (NPTCBC), using Schein’s model as the key framework.

The findings indicate a culture shaped by long-standing practices, increasing service pressures, financial constraints and the diverse nature of the workforce.  Whilst the Council promotes a clear ‘One Council’ vision, inconsistencies in how values, leadership practices and working arrangements are applied have resulted in differing experiences amongst employees across the Directorates.

Artefacts and Behaviours
The analysis of artefacts and behaviours indicate that hybrid working has significantly changed the way in which employees carry out their work, collaborate and engage with each other.  However, the organisation continues to experience cultural misalignment due to differences between hybrid and non-hybrid roles, historical practices and inconsistent management approaches.

Espoused Values
Although the Council’s espoused values are clearly defined at a corporate level, evidence suggests that their visibility and understanding across the workforce is limited and they are not applied consistently in day-to-day practices.

Underlying Assumptions
Deep rooted assumptions such as recognising the value of long service and maintaining established working practices continue to influence organisational behaviour with limited opportunities for change.

These cultural factors contribute to increased workload and less confidence in the organisation’s ability to adapt.  Employees feel they are expected to ‘do more with less’, which subsequently reduces staff morale, risk-taking and impacts the organisations service delivery.

Nevertheless, the Council demonstrates a clear strategic objective through its Corporate Strategy, Workforce Strategy and Future of Work commitments, especially in relation to employee health and wellbeing, flexible working and the ambition of becoming an employer of choice.

In order to create a more consistent culture and support long‑term organisational resilience, three priority recommendations are presented:

Health and Wellbeing
Improve awareness and understanding of the health and wellbeing support available by strengthening corporate and HR communication channels, ensuring all employees are fully aware of available initiatives and resources.




Effective Performance Management Process
Reinforce the importance of effective performance management, embedding organisational values consistently through meaningful performance discussions, reinforcing the role of managers in linking individual performance with organisational objectives.

Flexible Working Practices
Develop managers in having the necessary skills and confidence in applying flexible working practices fair and consistently whilst also maintaining service requirements.  Incorporate training into the existing Management Development Programme.

In conclusion, NPTCBC’s culture reflects a strong public service ethos however, there is a requirement for more consistent application of organisational values, clearer communication in relation to expectations and change and strengthened management capabilities.

Focussing on these areas will support a more agile, inclusive and values-led culture, enabling the Council to respond more effectively to current and future challenges whilst also improving employee engagement and organisational performance.
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1. Overview of Neath Port Talbot Council Borough Council (NPTCBC)

NPTCBC is one of 22 Local Authorities in Wales, established 1st April 1996 following local government reorganisation.  The Council is led by elected members with executive power held by the Leader and Cabinet and day to day decision making delegated to the Chief Executive and five main Directors, (NPTCBC, 2025a).
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Figure 1: Structure of the Council (NPTCBC, 2025/2028)

NPTCBC employs over 6,500 people delivering a diverse range of services to the community, making it one of the largest employers within the area.  As set out by legislation, NPTCBC has responsibility to deliver both statutory and non-statutory services to the community, and in doing so is heavily reliant on funding from the government, (WLGA 2015-2025).

2. Introduction

2.1	Purpose
The purpose of this report is to critically analyse the organisational culture within NPTCBC and provide three recommendations for improvement for consideration by the Senior Leadership Team.

2.2. What is culture?
Organisational culture is a representation of the underlying behaviours, values and practices within the workplace often described as ‘how we do things around here’ influencing how the organisation establishes its rules, structure and the selection of individuals during recruitment.  It incorporates the day-to-day interactions amongst colleagues which subsequently effects how engaged employees feel within the workplace.  However, it is unique to every employer and therefore, not always easy to describe (Faragher, 2023).

Culture is embedded over a long period of time, often influenced by the personal and professional beliefs and vision of the leader.  Many key aspects contribute to shaping corporate cultures including organisation dynamics, history, size, location as well as the environment.  Consequently, there is no ‘one size fits all’ concept and therefore, a typical organisational culture does not exist.  Successful organisations often build a culture based on beliefs, norms and values enabling them to achieve their overall objectives (Mukhopadhyay & Mukhopadhyay, 2021).

Organisational culture may be a prevalent way of explaining behaviour at work, however, it is also limited, hard to define, difficult to measure and does not always show the full complexity of how people and systems work together.  Subsequently, whilst culture provides valuable insight, it should not be relied upon as a full or definitive account of organisational behaviour (Young, 2025).

2.3. Why is organisational culture important?
As reported within Deloitte’s 2024 Global Human Capital Trends (Xiang, 2024), organisational culture plays a crucial role in balancing both business priorities and employee requirements, enabling organisations to respond more effectively to workforce, technological and structural demands.  The report evidences that 83% of people who rate their workplace as having a positive culture feel motivated and engaged to undertake their work to a high standard compared to 45% of those working within organisations having less positive cultures.

The workplace is ever evolving and in order for organisations to ensure future success, it is important for leaders to clearly understand their organisational culture to ensure it is aligned with strategic objectives and supports strong business performance.  Culture is often influenced by leaders and therefore, for many larger organisations who may develop ‘microcultures’ embedded across services areas and teams, this may be more challenging due to the added layers of complexities (Lawrence, 2025).

The shared values, behaviours and everyday experiences which make up organisational culture strongly affect productivity and supports organisations in meeting their objectives.  The quote ‘culture eats strategy for breakfast’ frequently associated with management consultant, Peter Drucker (Clarke, 2024), highlights the importance of organisations aligning culture and strategy in ensuring its success.

Levine (2019) refers to effective leaders having the ability to understand and influence culture whilst also recognising culture and leadership as being intertwined.  In order to embed organisational values into everyday life and to support effective strategy implementation, it is important for leaders to create a healthy culture by encouraging employee voice, engagement, meaningful communication and becoming an employer of choice by attracting and retaining high quality talent.

3. Main Findings

3.1	Culture analysis of NPTCBC
Organisational culture greatly influences the way in which employees feel at work.  Therefore, undertaking a critical analysis of culture is vital as it exposes the values, assumptions, and behavioural norms that influence overall performance (Barends, 2022).  Thus enabling leaders and HR to understand potential challenges and ensure HR strategies are aligned with organisational objectives, adapting a culture that is ethical, inclusive and sustainable long term.  Without such analysis, initiatives may be ineffective or fail to respond to the real factors influencing employee behaviour (Barends & Rousseau, 2022).

There are multiple models that aim to describe the key elements of organisational culture with the most established theories being Handy, Schein and Hofstede.  Such frameworks can assist organisations in understanding, shaping and influencing culture (Personnel Today, 2023).

3.2	Schein’s model of organisational culture

This report focusses on the use of Schein’s model in undertaking a critical analysis of the culture within NPTCBC.  However, it is important to recognise that whilst the Schein model is effective in understanding how culture works, exploring the differences between what an organisation says it values and what people actually experience, as well as recognising that several subcultures may exist.  It is not sufficient to use in isolation as it may miss key aspects such as external factors, power dynamics, employee perspectives or the wider systems that influence behaviour (Khaddour, 2025).

Barends and Rousseau (2022) suggests the Schein model needs to be used in conjunction with other models having a multi framework approach gaining a thorough evidenced based and practical understanding of culture which enables leaders to align organisational culture to values and objectives.

Originally developed in the 1980’s, Schein’s multi-layered model (figure 2) is recognised as one of the most established approaches in understanding culture.  The framework analyses culture through three levels – visible artefacts and behaviours, specified values and underlying assumptions.  Despite its seemingly simple structure, the strength is found in differentiating between cultural layers which forms a powerful and insightful tool for analysing culture (Hogan et al, 2014)
[image: ]










Figure 2: Edgar Schein’s model of organisational culture (Minute Tools Content Team, 2022)

The model is often illustrated using the iceberg metaphor (figure 3) which helps to explain several features of organisational culture.  It recognises that only 10% of culture is visible, with the most significant elements being deep rooted and influence behaviour in ways that may not be immediately visible (Denis, 2022).
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Figure 3: Edgar Schein’s culture model (Minute Tools Content Team, 2022)

However, because people can interpret culture differently, the model may not always apply clearly. Even though it is seen as a simple and helpful way to analyse culture, there is not much research proving its effectiveness. This raises the question as to whether the model remains fit for purpose, considering how organisational culture has evolved since it was first introduced in 1980 (Sridharan, 2022).

NPTCBC is a Local Government organisation often facing scrutiny from the public, political pressures, financial constraints and historic working practices.  Schein’s model will enable NPTCBC to identify hidden cultural issues, align public service values with everyday practice, build trust and support effective cultural change (Truth about Local Government, 2025).

[bookmark: _Hlk219647885]Artefacts and behaviours
According to Schein (2016, pp. 43-44), artefacts represent the most visible elements of culture, like behaviours, symbols, and practices. Whilst they are the most apparent level, they often require interpretation to understand their deeper meaning. Examples of which being communication styles, structure of meetings or whether people stay late or leave on time.  Schein argues that behaviours are crucial because they reveal what an organisation truly values in practice rather than what is written in formal policies or stated values (Freedman, 2026).  Both artefacts and behaviours are important as they signal organisational values and norms to both employees and external stakeholders, often seen as the first impression for new employees or prospective customers (Sridharan, 2022).

In light of the Covid-19 pandemic, NPTCBC was required to adapt to an ever-changing situation, considering the impact to employees whilst also ensuring business continuity in providing essential services to the community.  NPTCBC subsequently introduced a hybrid working framework, (NPTCBC, 2023) playing a major role in changing the way the organisation looks and employees behave.  The Framework has clearly defined workstyles, digital collaboration tools and adjustments to office spaces which demonstrates a strategic commitment to more flexible working practices.

Dale (2024) recognises the challenges and benefits of hybrid working in relation to employee health and wellbeing.  Whilst hybrid working, through less commuting, enables employees to spend more time focussing on their personal lives, improving work life balance.  For some, it can be a feeling of isolation and difficulty in ‘switching off’ from work to home life, therefore, it is important for organisations to be proactive in implementing strategies to mitigate potential impact on employee’s health and wellbeing.  NPTCBC have provisions in place encouraging teams to interact via digital communication platforms, signposting employees to Health and Wellbeing Support and offering flexibility for employees attending the office, (NPTCBC, 2023).

Data shows during the past few years NPTCBC has seen an increase in employees who are recognised as hybrid workers.  The annual workforce data report 2023 (NPTCBC, 2023a) references 1033 employees as hybrid workers compared to that of 1628 in 2025 (NPTCBC, 2025b), evidencing the positive shift in organisational culture.

Hybrid working practices remain attractive within the workplace with some of the key benefits being better work life balance and improved employee wellbeing thus impacting organisational culture (McCartney, 2025).  The Workforce Strategy (2022-2027), recognises the importance of embracing hybrid working in becoming an employer of choice and promoting an inclusive workplace however, due to the diverse nature of the organisation, many staff are required to be co-located in order to carry out their roles effectively.  CIPD (2024b) indicates the importance of considering alternative ways in introducing more choice and flexibility for those roles with limited flexibility whilst also ensuring business continuity.

Values
As described by Bourne, et al. (2017), values are the second level of Schein’s culture model offering a shared framework that guides employee behaviour and decision making.  They reflect what people consider important, shape decisions, guide what is seen as right or wrong, and indicate overall preferences.  This level is labelled espoused values as there may be discrepancies between formal values and what values are actually displayed.

Cooper (2020) recognises that people’s values underpin the shared practices and behaviours of organisational life.  Evidence suggests that employee engagement and collaboration with stakeholders is an effective way of setting values and embedding them within the organisational culture.  However, values are normally created by senior leaders with little or no engagement from employees resulting in a lack of understanding as to what they expect from their employer and the sense of purpose they gain from working in the organisation.

NPTCBC recognises the importance of employee engagement and launched a survey in 2024 working towards achieving the workforce priority in becoming an employer of choice.  Whilst the survey is open to all NPTCBC employees, a response rate of 796 was achieved with overall positive responses in relation to the organisational values (NPTCBC, 2024).  It should be recognised that due to the diversity of the organisation, it is important to consider alternative methods of communication in order to reach the wider workforce.

NPTCBC Corporate Strategy, (NPTCBC, 2025/2028) details the ‘One Council’ approach in delivering the purpose, vision and values of the organisation in serving the community (figure 4) providing a strategic overview of the future of the organisation.
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[bookmark: _Hlk220170413]Figure 4: Purpose, Vision and Values (NPTCBC, 2025/2028)

Whilst there are opportunities for employee engagement through managers and the introduction of employee networks, there is no evidence to support employee’s awareness and understanding of the corporate values and how they contribute to the organisational values.

Knitter (2024) suggests that when organisational values are clearly defined and applied consistently, they promote clear and aligned decision-making across all levels of the organisation.  Whilst NPTCBC has a clear strategic direction, due to the diverse nature of the organisation, micro cultures have developed through department‑specific practices and established norms, therefore the corporate message may not be reflected across all Directorates.  However, Lawrence (2025) supports different team cultures, and recognises how departments are most effective when approaches are adapted accordingly whilst also ensuring shared values and principles are applied consistently.

CIPD (2017) refers to fairness and consistency as key drivers to building a strong organisational culture. When applied effectively, this approach supports improved employee engagement, wellbeing and performance, enabling the organisation to achieve its overall objectives. In contrast, inconsistency in practice can create uncertainty, undermine trust and lead to reduced staff morale.  Due to the sub cultures across NPTCBC, HR has had to manage inconsistencies in relation to managers applying policies and procedures.  In some areas, the inconsistency has become the accepted norm, creating differences in decision-making and having a negative impact on organisational effectiveness and fairness.

Underlying Assumptions
As described by Fripp (No date), underlying assumptions refer to the deeply embedded beliefs, attitudes and unconscious ways of thinking that influence culture.  They develop gradually over time, shaped by shared experiences, practices, and interactions within the organisation.  These assumptions are typically accepted and are rarely challenged.  They sit below artefacts and behaviours, shaping culture ‘under the surface’.

Due to the ongoing challenges faced by NPTCBC including external pressures, increasing costs and long-term financial constraints, change is constant with employee’s perception of having to ‘do more with less’.  Whilst the Corporate Strategy (NPTCBC 2025/2028) recognises the challenges and sets out a clear direction for the future, the assumption remains in that budgets are tighter, reducing staffing levels and delayed recruitment having an impact on those who remain within the organisation.  Barends & Rosseau, (2022) suggests that having a clear understanding of the underlying assumptions will enable the organisation to recognise resistance to change and realign culture with strategic aims by addressing the deeper beliefs and shape behaviour thus achieving overall objectives.

Sridharan (2022) states that underlying assumptions lie at the heart of the organisation culture, strongly influencing how people think, make decisions and behave at work.  In order to achieve sustainable and effective culture change, organisations need to understand how each layer reflects a different depth of the culture and influences how employee’s experience, interpret and respond to the culture in practice.


One underlying assumption typically known within NPTCBC is that experience is the primary source of credibility making a statement that those with longer service are seen as the most knowledgeable and influential.  Whilst the welcome message relayed via NPTCBC website (NPTCBC, 2025c) encourages ‘new ideas, unique options and perspectives’, employees within NPTCBC believe that any innovative ideas or new approaches are often assessed as to ‘this is the way things have always been done’.  Therefore, the perception is that in order for any new change initiatives to succeed, they rely heavily on the support of long-standing employees.

O’riordan (2020) recognises long serving employees having extensive organisational knowledge and understanding which helps the council to learn from past experiences and ensure decisions can be justified.  Valued experience can support staff morale by acknowledging long term commitment within an environment faced with continued budget constraints and repeated organisational change.  However, if NPTCBC rely primarily on precedence set over time, they may be resistance to adapt to change and fail to meet the organisational objectives, (CIPD, 2024b).

3.2	NPTCBC Strategic Approach
CIPD (2025a) Good Work Index (GWI) recognises ‘good work’ as being crucial to employee wellbeing which subsequently supports social fairness, creating a motivated workforce, enhancing productivity and strengthening the economy.  NPTCBC Corporate Strategy (2025/2028) provides strategic direction for the future of the organisation aligned to the Future of Work (FOW) Strategy (2022-2027a) highlighting key elements in providing ‘good work’.

Work life balance
[bookmark: _Hlk220160262]NPTCBC FOW Strategy (2022-2027a) supports employees in being the best they can be, recognising the importance of enabling employees to have a good work-life balance and well-being.  The Strategic Workforce Action Plan (2022-2027) has a distinct alignment to the strategy, setting out clear workforce priorities in supporting health and wellbeing of employees.

The FOW Strategy (2022-2027a) identifies hybrid working as a contractual workstyle and a formal flexible working arrangement, evidencing the strategic commitment to maintain and improve good work life balance.  However, due to the diverse nature of the organisation and specific role requirements, managers may not be able to accommodate hybrid working due to the impact on service delivery which creates ‘micro cultures’ across the organisation with a split between hybrid and non-hybrid workers.

During the last 2 years following the formal implementation of the hybrid working framework, flexible working requests have increased by 25% (NPTCBC, 2025) which compares positively with the (CIPD, 2025b) report highlighting the positive impact on work life balance if organisations are able to offer and accommodate a variety of flexible working arrangements.

Pay and Benefits
The pay scales within NPTCBC are determined by the National Joint Council (NJC) for Local Government services (Local Government Association, 2025) making it difficult to compete in the labour market in relation to pay.  (Unison, 2025) report that low pay is a major factor of turnover in Local Authorities.

Whilst this may be seen as a challenge, as detailed within the FOW Strategy (2022-2027a) NPTCBC have a strategic approach in becoming an employer of choice, encouraging employee experience and engagement, promoting an attractive employment offer to retrain and attract talent, (NPTCBC, 2025b). The rewards and benefits are also recognised as part of the culture, leadership style and employee engagement initiatives.

Having a key focus on financial wellbeing is recognised as good practice within the GWI (CIPD, 2025a) as it improves standard of living, enabling employees to have a positive impact on work, improving performance and in turn resulting in positive organisational outcomes for NPTCBC.

Job design and nature of work
One of the key objectives NPTCBC are striving to achieve is having ‘the right number of people with the right skills and attitudes in place at the right time to deliver council services’ (NPTCBC, 2022-2027).  Thus, evidencing the strategic commitment in providing a learning culture whereby people continuously learn and improve on the journey with their professional development.

As cited within the GWI (CIPD, 2025a), employees who feel they have career development and progression opportunities are more likely to report better performance, recommend their employer and go above and beyond within their roles.

NPTCBC FOW Strategic Action Plan (NPTCBC, 2022-2027) details how the organisation will endeavour to provide and deliver comprehensive learning and development opportunities across the workforce through subject matter experts and external training providers.  This commitment recognises how the Council values and appreciates their employees.

4. Conclusion
This analysis highlights that NPTCBC’s culture is shaped by long standing established practices, increased service pressures and the diverse nature of the workforce.  It identifies inconsistencies in how espoused values are understood and embedded across the organisation.

Whilst there is a clear strategic message of ‘One Council’ approach and a commitment to employee engagement, established micro-cultures, inconsistent approaches and resource pressures means employees experiences may not always align with corporate objectives.  These inconsistencies can influence perceptions of fairness, affect overall performance and morale, and reduce the organisation’s ability to respond effectively and adapt to emerging challenges.

Financial pressures, increasing service demands and external policy requirements have created a culture where employees feel expected to ‘do more with less’. This has encouraged more cautious decision‑making, greater reluctance to take risks and inconsistencies in applying policies across the Directorates.

Using Schein’s model, the findings show that although NPTCBC’s visible behaviours and stated values demonstrate a commitment to public service, teamwork and improvement, deeper assumptions still significantly shape how staff experience the organisation.  A key message is the disconnect between what the Council aims to achieve and what services can realistically deliver day‑to‑day.

Strengthening the connection between the Council’s stated values and everyday practices will promote a more consistent culture, improving employee engagement and supporting overall organisational resilience.  Placing a greater emphasis on effective communication, leadership capability, wellbeing and fair, consistent management practices will support the Council to develop a more agile, inclusive and values‑led culture better equipped to meet both current and future challenges.

In addition, the findings highlight the need to keep strengthening cultural alignment through visible leadership and clear communication.  Upskilling managers, applying values more consistently, and addressing deeper assumptions about change, decision‑making and flexibility will be key in developing a culture that supports resilience and future‑focused service delivery to the residents of NPTCBC.

5. Recommendations
The following recommendations are set in order of priority.

Health and Wellbeing
Supporting and promoting employee wellbeing is fundamental to improving work and the way people experience their working lives.  An effective wellbeing approach provides shared benefits for employees, organisations, communities and the wider economy, (CIPD, 2025c).  Whilst NPTCBC don’t have a specific wellbeing strategy, it is clear there is a ‘golden thread’ throughout the employment lifecycle in supporting employee health and wellbeing.

It is important that employees are kept well informed about wellbeing initiatives and therefore, improving communication and awareness through HR Bulletins and corporate communication channels outlining health and wellbeing initiatives will encourage participation and improve employee engagement, motivation and retention.

Costs
· Weekly corporate communications are already in place and therefore no additional cost.
· HR time to produce bulletins on a quarterly basis - £250

Effective Performance Management
Embedding the corporate values throughout the employment lifecycle will engage and motivate staff to be the best they can be.  HR Managers to liaise with Senior Management Teams, reinforcing the message in recognising the importance of effective performance management, encouraging continuous meaningful discussions that motivate employees and reinforces the organisational values and behaviours.  This will raise awareness of how employee’s performance adds value and contributes to the organisational objectives.

As cited by Soane (No Date), employees who feel engaged within their role will feel a greater sense of achievement, improved wellbeing and enhanced performance in contrast to those who have low levels of engagement displaying behaviours of unacceptable conduct and increased absences.

Costs
There will be minimum cost as NPTCBC have a Performance Appraisals Policy (NPTCBC, 2021) in place.  HR Managers attend Senior Management Team meetings on a regular basis.  Weekly corporate communications are already in place and therefore no additional cost for the message to be reinforced via the corporate communication channels.

Flexible Working
Delivery of management training to develop confident and capable managers who effectively recognise and manage the changes in working practices.  Also, recognising the importance of applying fairness and consistency within their own teams but with the ability to adapt working arrangements to suit the needs of each service and the Council.  This can be incorporated into the already established Management Development Programme of which HR Managers act as Subject Matter Experts.  There will be little disruption to service delivery as the sessions are arranged via Teams on a quarterly basis.

Research shows that employees who have formal flexible working arrangements in place report a positive impact on wellbeing and promotes inclusivity across the organisation, (Margherita, 2024).

Costs
· HR Managers time to review training resources and deliver sessions - £500
· Managers time to attend sessions – based on 20 attendees, average salary of tier 3 Managers, Grade 10 - £2000
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Calling all Line Managers - February 2026

Why is Organisational Culture Important?
As reported within Deloitte’s 2024 Global Human Capital Trends (Xiang, 2024), a strong organisational culture is essential for line managers aiming to balance both operational demands and the needs of their teams.  A positive culture enables managers to respond more effectively to workplace expectations as well as technological and structural changes.  The report highlights that 83% of employees who recognise positive workplace culture feel motivated and engaged to deliver high‑quality work.  In contrast, only 45% report the same level of motivation in organisations with less positive or less supportive cultures.

Improving Organisational Culture - What is your role?
Due to the ever-evolving world of work, the role of Line Managers is vital in bringing people together and impacting organisational culture.  A manager’s behaviour, leadership style and attitude can greatly influence employee experience, workplace culture and in turn impact performance (O’Neill 2023).

Whilst people management processes are developed by HR, Line Managers are crucial in the implementation of policies and procedures and delivering organisational strategy.  Managers who build trusting relationships and encourage open and transparent dialogue with their employees often achieve improved performance, behaviour and engagement (CIPD, 2025b).

How can you make a difference?

Health and Wellbeing
Supporting and promoting employee wellbeing is fundamental to improving work and the way people experience their working lives.  An effective wellbeing approach provides shared benefits for employees, organisations, communities and the wider economy, (CIPD, 2025c).

Norris, (2024) refers to Line Managers as being at the forefront of supporting employee health and wellbeing and embedding a more proactive and positive wellbeing culture.  Having a trusting relationship will build confidence in employees raising concerns but also enable line managers to recognise signs of developing health issues and consider early intervention strategies for support.

It is important that employees are well informed about wellbeing initiatives and understand the benefits in relation to both their personal and professional lives.  As the first point of contact, line managers play a key role in promoting the health and wellbeing support available within NPTCBC.  Managers can raise awareness, encourage staff engagement and explain how these can positively impact their performance and overall experience at work. Where practicable, managers should also allow flexibility for employees to participate in initiatives, with minimal impact on workload and service delivery.

Line Managers who embed health and wellbeing into every day working life help create a positive workplace culture.  Hlupic, (2022) suggests that when employees feel appreciated and understand the purpose behind their work, engagement and resilience increase.  Prioritising wellbeing such as encouraging regular breaks and monitoring workload helps lower stress and burnout.  These actions help build a collaborative workplace where people feel respected, satisfied in their roles, and able to work well together.

Effective Performance Management Process
Effective performance management is vital for organisational success and should be recognised as a continuous cycle, not something that happens once a year.  It is important for employees to understand how their objectives align with the corporate values, what is expected of them whilst also being accountable for their work (Lasa, et al. 2024).

NPTCBC recognise people as their greatest asset and aim to support employees in being the best they can be, (Future of Work Strategy, 2022-2027).  In order to achieve this, line managers should embed the organisational values within performance management discussions, encourage open dialogue, providing employees with the necessary motivation, skills and support required to undertake their roles effectively and to the expected standards (Barends, 2023).

As cited by Soane (No Date), employees who feel engaged in their work are far more likely to feel a greater sense of achievement in comparison to those with low engagement who are more likely to demonstrate behaviours that fall below the expected standards, have higher absence levels and consequently impacting team morale and service delivery.  Therefore, in order to succeed, it is vital for line managers to build effective working relationships and encourage positive engagement.

Flexible Working
Flexible working continues to be highly appealing in today’s workplace, with organisations reporting key benefits such as improved work life balance, enhanced employee wellbeing and increase performance, all of which have a positive impact on organisational culture (McCartney, 2025).

NPTCBC has a strategic commitment to maintain and improve good work life balance and recognises that the offer of flexible working arrangements is a key factor in becoming an employer of choice and supporting an inclusive workplace (Workforce Strategy, 2022-2027).  However, due to the diverse nature of the organisation, it is acknowledged that many roles require employees to be co‑located to deliver services effectively.

In line with CIPD (2024), line managers should explore alternative ways to offer greater choice and flexibility for roles with limited hybrid options, while ensuring that business continuity and service delivery are maintained.  Also, recognising the importance of applying fairness and consistency within their own teams but with the ability to adapt working arrangements to suit the needs of each service and the Council as a whole.

Line managers are essential in supporting and embedding a flexible working culture throughout the organisation.  Employees experiences in relation to flexible working may be impacted by line managers behaviour and influences whether organisational culture is strengthened or weakened (ACAS, 2024).  Line managers who champion flexible working often achieve higher levels of engagement, improved wellbeing, stronger retention and a more inclusive and resilient workplace culture (CIPD, 2024c)

Team NPT - Together we can make a difference

If you require any further information, please contact Stephanie Evans, HR Manager @ s.evans2@npt.gov.uk
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Purpose, Vision and Values

Our purpose, vision and values have been reviewed and we have concluded that they remain

relevant.

The council’s purpose is to help Neath Port Talbot
residents live good lives.

Our vision is to give
every child the best

startin life; that every
community is thriving

and sustainable; that
our environment,
heritage and culture
can be enjoyed by
future generations;
and that local people
have the skills to
access well paid,
sustainable jobs in
the local green
economy.
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We hold the following values
when carrying out our work:

Connected - what matters to
you matters to us;

Caring - we care about you,
your life and the future of our
county borough;
Collaborative - we work with
our citizens and partners
because together we can
achieve more;

Confident - we are optimistic
and confident about the
future.

.
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