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Managers we need you!
Team meetings
“Our services are delivered by people, and it is the people who make this council what it is”
(Neath Port Talbot Council, 2022)

Our organisational strategy and vision




Fig 1. Neath Port Talbot Council, 2023
At NPTCBC we understand the value of our employees and as part of our corporate plan we aim to ensure our employees are encouraged to bring forward ideas about how we can improve what we do and that employees are well led, supported and trusted (NPTC, 2023). Furthermore, our future of work strategy aspires to ensure that employees are involved and engaged through good internal communications (NPTC, 2022).  Managers are fundamental to achieving these goals and NPCTCB promise to support leaders, managers and supervisors at all levels so that they can engage and motivate employees to be the best they can be (NPTC, 2022).
What is organisational culture and climate?
Organisational culture refers to the personality of the organisation and how things are done in a workplace incorporating not only the success of the organisation’s strategy and goals but also how employees feel about their work (Balogun and Johnson, 2004). Buchanan and Huczynski (2019, pp.118) states that organisational culture only exists through employee’s social interactions. Organisational climate is described as ‘how it feels’ being an employee in the workplace (Mullins, 2019, pp.577-578). 

What is the relationship between managers and organisational culture?
There is some debate as to whether culture can be influenced or changed by management processes with managerial supporters who believe that culture can be managed using symbolic leadership and social science supporters who feel that culture can only be tolerated and just controlled by management (Buchanan and Huczynski, 2019, pp.117-123) with Schein (2017) arguing that culture can only be influenced through shared learning and experiences. Groysberg, Lee, Price and Cheng (2018) set out 8 styles of organisational culture and leadership showing the link between leadership styles and organisational culture and employee behaviours.
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Fig 1. The pros and cons of culture styles (Groysberg, Lee, Price and Cheng, 2018)
What our employees say:
79% want to be kept informed of what’s going on in the organisation.
Only 7% felt managers were open to suggestions.
81% want time and space to connect as a team
1 out 2 felt that management decisions that affect their work were not clearly communicated to them.
80% want to be included in decision making.
36% felt they didn’t have regular team meetings.
81% want time and space to connect as a team.
(NPTC, 2025; NPTC, n.d)
It is clear from these findings that our employees want regular team meetings with the ability to connect as a team, be able to put forward ideas, for their ideas to be heard, be included in decision making and be kept informed on the organisation. 
 


How can team meetings help align our culture and climate with our organisational strategy?
Barends, Rousseau, Wietrak and Gifford (2022) identified several dimensions of climate associated with strong organisational performance, which included inclusion. Inclusion is seen as a sense of belonging whilst being able to express views and be included in decision making (Park, Park and Shryack, 2022). 
Blanchard (2011) stated that employees have specific needs that should be met in order for them to feel motivated and engaged with these including collaboration, collectiveness with colleagues and leaders. This is supported by Maslow’s hierarchy of needs theory that highlights that motivation is linked to individuals achieving their five levels of needs with social needs being placed third (Mullins, 2019). This model was simplified by Alderfer (1974) to three core needs, one being relatedness, linked to their social environment and relationships. Nohria, Groysberg and Lee (2015) developed a model with four basic drives with one being a drive to bond making individual and group connections. Team meetings will meet employees’ social needs increasing their sense of teamwork, collaboration, and community whilst developing colleague and manager relationships, increasing their motivation, productivity and wellbeing.
An important factor to inclusion climate is employee engagement and commitment, which positively influences organisational performance (Mullins, 2019). The CIPD states that managers should ensure employees feel empowered to make decisions, have mechanisms for employee voice with strong communication so employees are well informed and aligned with the organisation’s purpose and vision. Macleod and Clarke (2009) report that employees need to feel involved, heard, valued and well led to feel engaged.
How to have effective meetings whilst creating an environment that encourages employee engagement
Managers can:
· Arrive early and encourage small talk prior to the meeting.
· Thank employees for their contributions at work.
· Link employee’s roles to the organisational strategy. 
· Set a clear agenda with plenty of time for discussion.
· Avoid monologues and facilitate attendees.
· Communicate that there is no good, bad, wrong or right, all opinions are valued and welcomed.
· Ask questions (probes).
· Lighten the atmosphere by including positive humour, fun activities and icebreakers.

Why?
· Helps build relationships and promotes a level of comfort that allows people who may not usually speak up to feel more at ease.
· Breaks down the sense of hierarchy allowing them to be authentic and honest.
· Instills a sense of purpose and importance (Mullins, 2019).
· Keeps communication focused, increasing meeting efficiency and productivity.
· Everyone should get a chance to speak.
· Creates psychological safety.
· Let’s the other people know you are listening and interested in what they have to say (Brooks and John, 2018).
· Helps connect people, builds trust, increases psychological safety, keeps attendees energised and engaged.
(Young and Gifford, 2023; Pham and Bartels, 2021; Mullins 2019; Edmondson, 2020)

Meetings can be:
· Held in meetings rooms at Council offices (where your team is based) to ensure adequate transport links, free parking, refreshments and facilities to make employees comfortable (Leach, Rogelberg, Warr and Burnfield, 2009).
· In person. Relationship based goals such as teambuilding are better achieved in person alongside goals with higher complexity such as strategic planning (Ringel, 2021). In person meetings also have the benefit of clarity with attendees able to display and interpret non-verbal communication (Buchanan and Huczynski, 2019, pp.107–108).
· A set length. Think of a suitable length of time and then cut it by 5-10%. Time constraints create a sense of urgency and help attendees focus, engaged and stimulated so they perform better (Young and Gifford, 2023).
· Once a month, evidence shows that the key to effective meetings relies on them not being too often rather than them lasting too long (Allen et al., 2012).

Book a meeting room here.
If you need any support or training in relation to any of the above, please contact Human Resources or Training.
training.admin@npt.gov.uk
hrqueries@npt.gov.uk
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CULTURESTYLE
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i the way of practical and
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may lead to a lack offocus and
an inabiliy to exploit existing
advantages

Overemphasis on autonomy and
engagment may lead to. lack of
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making may lead to poliics,
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unsafe work environment

Overemphasis on standardzation
and formalization may lead to
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dehumanizationofthe work
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Overemphasis on rules
and traditions may reduce

individualism, stift creativity,
and limit organizational agiity




