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[bookmark: _Toc206250435]Introduction 

Following the recent staff survey, 64% employees rated the Sgwrs process negatively (NRW, 2023). Designed to be informal, employees set their objectives and agree training development with mid-year and year end reviews conducted by the manager (NRW, 2018). 	
The aim of the report is to critically evaluate NRW’s PM process. The study provides a strategic opportunity for NRW to assess whether its current process is delivering against its intended purpose. 
The study will focus on how the Sgwrs process is perceived by managers and employees. Secondary research has been reviewed to determine whether the current PM process support strategic alignment, motivation, fairness and improvement (Armstrong, 2017). 
Methodology 
	An online survey was selected to collect primary data from people managers and employees. The survey was designed using a likert-scale, enabling participants to indicate whether they agreed or disagreed with the survey statements. While the survey was shared across the entire organisation, participation was voluntary. A total of 96 responses were submitted. The survey demographic is as follows: 

(Figure 3 – Survey population) 
Participants were guaranteed anonymity to encourage honest responses (Peccei and Van De Voorde, 2019).  The quantitative method enables direct comparison where employees and people managers align and misalign (Parrish, 2023, p.89). 
	Data from the survey will be analysed using Excel and presented through frequency counts. The likert-scale results will be grouped into sentiment categories with supporting graphs to highlight any convergence or divergence.  

Literature Review 

PM processes have evolved from past performance to employee development and alignment with organisational strategy (Armstrong, 2021, p.14). Despite changes to PM processes to become focussed on coaching and development (Gifford, 2016), legacy practices expose tension between the strategic function and implementation (Pulakos and Battisa, 2020, p.7). 
Empirical evidence has highlighted a significant gap of PM achieving organisational alignment (Hatry et al., 2022, p.11). PM systems were designed for stable business models are not robust enough for external volatile conditions (Armstrong and Brown, 2024, p.55), leading to weaker alignment and greater role ambiguity (Pettinger, 2010, p.340).
Goal setting is critical for PM. Through specific, challenging and achievable goals performance is driven (Locke and Latham, 2009). However, if goals are rigid, they may not be achieved if the conditions are volatile (Cappelli and Travis, 2016).  The self-determination theory highlights that the role and experience of the manager is key to fulfilling the psychological needs of the employee (Ryan and Deci, 2017, p.121). A key element to motivation is the delivery and timing of feedback and organisation’s fail to effectively train and support managers in facilitating the PM process rather than focussing procedural compliance (Pettinger, 2010, p.339) (Waite, 2024).  
Sutton (2016) argues that performance measurement is flawed that can lead to bias and misrepresentation (Hutchinson, 2013, p.13). Kohn (1993, p.97) highlights that performance related rewards can harm motivation and when there is a focus on metrics, it could lead to a culture of cutting corners and non-collaboration (Armstrong, 2022, p.49). 
Research Findings 

The data from primary research highlighted that managers have rated the Sgwrs process more positively compared to the employees. The analysis of the data is undertaken to align with the analysis of the secondary research. 
	Both the employees and managers had different perceptions on Sgwrs’ overall effectiveness. 

(Figure 4 – Comparison of employee & manager responses to Sgwrs feedback)

The data demonstrates that managers rated the process positively while employees were more negative. Armstrong (2022, p.373) highlights that PM is more effective in theory compared to the lived experience in practice. The data signals that the employee experience is inconsistent which could be linked to the capability and experience of the line manager (Payne, 2007).  
	Motivation was also a theme were both groups weren’t aligned. 
	
	


(Figure 5 – Comparison of the employee and manager responses on how Sgwrs drives engagement and motivates employees). 
The employee’s responses support Kohn’s (1993, p.97) criticism of PM frameworks which are overly bureaucratic and as a result, it fails to motivate which weakens intrinsic motivation (Armstrong, 2022, p.112). 
The survey highlighted that managers rate themselves more favourably on facilitating a fair process compared to the employees. 

(Figure 6 - Comparison of the employee and manager responses on whether the Sgwrs process is managed fairly and consistently).

Gomes and Mendes (2023) theorise that employees are sensitive to how their performance is evaluated. This signifies that the skill and ability of the manager conducting the process is critical when assessing the perception of the employee (Hristov, Camilli and Mechelli, 2022).
	The survey suggests that employees aren’t receiving regular feedback on their performance and how they contribute to the corporate plan isn’t explicit.

(Figure 7 – Comparison of employees and managers on Sgwrs as a tool to drive continuous improvement and objectives are aligned to NRW’s corporate plan)
Managers believe that their Sgwrs conversations reinforce and align to corporate priorities. The difference in views indicate that the employees perceive the process as a formality and not as a strategic driver to motivate and enhance performance (Waite, 2024). 
The differences emerging from the data suggests potential structural and behavioural traits that requires further analysis (Armstrong, 2022, p.161). 
Conclusion 

The findings from the primary and secondary research suggest that NRW’s Sgwrs procedure may not be fulfilling its strategic purpose and intent. The data from the staff survey broach potential procedural and policy gaps which results in inconsistency of application and experience that dampens strategic alignment and motivation (Hutchinson, 2023, p.49). 
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Employee - My manager gives me regular feedback on how I'm doing 
vs
Manager - I have regular conversations with my team members about how they're getting on with work

Managers	Strongly Disagree	Disagree	Neutral 	Agree	Strongly Agree	2	5	12	25	40	Employees	Strongly Disagree	Disagree	Neutral 	Agree	Strongly Agree	10	15	25	20	10	



Sgwrs as a driver to engage and motivate 
(employees responses)

Sgwrs as a driver to engage and motivate (employees)	
Strongly Agree 	&	 Agree	Neutral 	Disagree 	Strongly Disagree	32	22	12	7	

Sgwrs as a driver to engage and motivate employees 
(manager responses)

Sgwrs as a driver to engage and motivate employees (manager responses)	
Strongly Agree 	&	 Agree	Neutral 	Disagree 	Strongly Disagree	54	12	6	2	

Employee - My manager applies a consistent approach when setting expectations.
vs
Manager - I use mid-year and year-end reflections to support development and growth, not just to look back at performance.


Managers	Strongly Disagree	Disagree	Neutral 	Agree	Strongly Agree	2	4	10	30	35	Employees	Strongly Disagree	Disagree	Neutral 	Agree	Strongly Agree	7	14	23	24	13	



Employee - I understand how my role supports how the organisation deliver its corporate plan 
vs
Manager - I link my team objectives to the organisation's corporate objectives when setting priorities.

Managers	Strongly Disagree	Disagree	Neutral 	Agree	Stronlgy Agree	2	4	10	30	35	Employees	Strongly Disagree	Disagree	Neutral 	Agree	Stronlgy Agree	7	14	20	22	16	



Survey population

Survey responses	
Managers 	Employees 	30	62	
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