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Introduction

Good afternoon and welcome to my presentation for my proposed recommendations
arising from a recent research project undertaken at NPTC.

Housekeeping for the day.  We are not expecting any fire alarm drills so if the alarm does
go off please make your way to the nearest fire exit.  

Also I am more than happy to answer any questions you may have and there will be
opportunity to do so at the end of the presentation.
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Introduction to NPTC

NPTC (2024)

Project Presentation

NPTC (2024) is a local government authority located in South West Wales serving just over
140,000 residents.  

It has approximately 6,600 employees over 5 directorates with the majority working in
Education, Leisure and Lifelong learning.  

NPTC has strong sense of purpose, vision and values as set out in its corporate strategy
2025-2028.  It encourages a culture where employees uphold the following shared values
when conducting their roles:

Connected
Caring
Collaborative
Confident 
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The business case

44% agreed that
their managers

completed regular
job appraisals with

them 

49% of employees
agreed that they

have regular
appraisals 

121/140 
employees felt a

manager should co-
ordinate regular

supervision 
sessions 

Exit interview 2024/2025 data extract (NPTC, n.d.).

NPTC Leading and managing team staff survey report 2024 data extract (NPTC, n.d.)

Council Employee Survey 2024-2025 - Report of findings data extract (NPTC, n.d.).

Project Presentation

It has transpired from exit interviews and employee surveys that evidenced that not all
line managers were following the performance appraisal policy consistently across the
authority.

Exit interview data reports only 44% employees agreed that they have regular appraisals
(NPTC, n.d.) and a recent employee survey reported this figure at 49% (NPTC, n.d.).

When asked what employees felt was important in a line manager 121 out of 140 felt
managers should co-ordinate regular supervision sessions, which shows a desire from
employees to receive feedback on their performance (NPTC, n.d.).  
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The aim of the research
was to undertake a critical
evaluation of managerial

perspectives and
knowledge of performance

appraisals within NPTC.

Project Presentation

read slide
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Objectives
Explore the literature relating to performance
appraisals

Conduct primary research through the use of
questionnaires to establish managers understanding,
use and perspectives on performance appraisals

Analyse the findings from primary and secondary
data in relation to advantages and best practice in
performance appraisals

To make recommendations to ensure performance
appraisals are consistent across the authority

Project Presentation

Read slide
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Research findings

Project Presentation

The research found that:

14% of line managers do not conduct performance appraisals 

27% of the line managers who were conducting performance appraisals were NOT doing
them annually in line with the policy.   

Only 20 out of 86 line managers who responded said they had attended performance
management training.

only 34% said they felt they had received adequate training for performance appraisals
with 51% saying they would be interested in attending training.

Only 29% felt the policy and structure was user friendly.
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Research findings 
key points

The requirement and request from managers to
undertake performance appraisal training.

The need for managers to be able to locate and access
organisational policies.

To undertake further research into managers and
employees views on the current performance appraisal
process.

Project Presentation

Read slide
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Recommendation one
Provide manager performance appraisal training

What? Provide specific performance appraisal training to new and
future managers through our manager training program and to
current managers via our self-service internal training portal.  

Training can be designed by the L&D team and delivered by the
Talent Management Team as part NPTC’s commitment employee
development via a talent management initiative in line 
with the corporate strategy.

How?
The Influence Model (McKinsey, 2016)
The 4 E’s Principles of Human Change 

      Educate     Engage     Empower     Enable

McKinsey’s Influence Model (Craven, Fong, Lauricella and Tao Tan 2020)

The 4 E’s Principles of human change (Basford and Schaninger, 2016)

Cost?
Initial Cost to design training: £1,781.76
Annual cost to deliver training: £5,924.48

Project Presentation

Bosley and Gifford (2023), for the CIPD, recommend training and ongoing support as key  
measures in creating effective managers.  

By applying the 4 E's according to the Principles of Human Change (Geraghty, 2019) In
order to  undertake successful change NPTC should....

Educate – Education is essential for managers to understand the reasons for the change -
the  advantages of conducting performance appraisals and best practice.

Engage – Ongoing HR support to managers throughout the change via two-way discussions 

Empower – NPTC has a culture where Managers have high levels of autonomy alongside
low  accountability.  It is important that managers feel empowered whilst also reinforcing
the  expectations of the organisation.

Enable – removing barriers by providing the necessary knowledge and skills.

McKinsey's Influence Model of 2016 can also be applied...

Role modelling - Change needs to come from top to bottom! Senior management need to
be role  models and conduct appraisals with line managers.  As some respondents in the
research  highlighted they themselves were not receiving appraisals.
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Confidence and skill building along with understanding and conviction will come from
managers  receiving the training.

And finally the reinforcement with formal mechanisms will come from the provision of HR
Support.
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Recommendation two
Communication drive on policies and how to access them

What? Develop a communication strategy to ensure that
managers and employees understand how to access the
organisational policies (and other documents) using the internal
employee portal.  Alongside the communication should be
information on who and how to contact a member of the HR team
for support, advice and guidance in relation to the policies.  

How? 
Design a communication plan
Use a communications road map
Measure the effectiveness in order to plan ahead

Cost?
Total - £1,055.98

Project Presentation

It is essential that employees and managers know how to access organisational policies
and  other important information via the internal employee portal.  

The CIPD (2025) state that employees and managers need to be made aware of who to
contact  to obtain guidance and support to ensure that they understand the policies and
the expectations.

When designing the communication plan, SHRM (2024) say it is helpful to start with a  
communication road map to identify
-Stakeholders
-Key messages
-Communication channels
-A Schedule
-Responsibilities 

Paramaguru (2024) emphasises the need for communications to be tailored to suit the  
organisation. 

Employees at NPTC have a range of working styles with some being office based, some
working  in the community and some working from home etc. Therefore computer access
is not always  possible and a multi method approach may need to be used.

The Frequency of the communication also needs to be considered along with a process of  
measuring the effectiveness of the communication.  An annual survey could be used to
assess  
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whether the communication plan/road map needs to be repeated and/or re-considered.

The CIPD (2025) also highlight the need to consider the organisational culture and
microcultures  that exist when tailoring communications.

At such a large organisation with a strong hierarchy a top down approach is generally
adopted to  reinforce communications from senior managers to line managers and so on. 
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Recommendation three
Conduct further research 

What? 
Further research into management and employee views on
NPTC’s current policy and process for performance appraisals to
assess whether it is fit for purpose.  

How?
Employee and manager surveys to collect initial quantitative
and qualitative data.
Employee and manager focus groups to further probe and ask
follow up questions and to gather further qualitative data.
Research and analyse the literature into best practice and
comparable organisations policies and procedures. 

Cost?
Total cost: £6,667.80

Different methods of gathering data 
(Anderson and Fontinha, 2024))

Project Presentation

A common theme throughout the research was that line managers found performance
appraisals too time consuming.  Further comments were made about them being
perceived as a 'tick-box exercise' by line managers and employees alike.  This raised the
question as to whether the process and/or policy needs to change.

Rousseau and Have (2022) highlight that the first phase of change starts with 'getting
ready'  which includes gathering data, defining the problem and understanding the
organisations readiness for change.  Therefore, it is essential that further research is
undertaken to understand manager and employee views on NPTC's current performance
appraisal process and policy.

A mixed method approach is promoted by researchers and people professionals such as
Bell, Bryman and Harley (2022) and Cresswell and Cresswell (2018).  

An employee survey can be initially used with Anderson and Fontinha (2024) suggesting
the use of focus groups as the next point of action, which would provide the opportunity
for further probing and follow up questions.
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Summary

Provide managerial training on performance appraisals

Communicate to all employees how to access
organisational policies and HR support

Conduct further research to consider whether the
performance appraisal policy and process requires
change

It is recommended that NPTC:

Project Presentation

Just to summarise...

Read slide

So that brings the main content of the presentation to a close.

A copy of the slides will be sent out to all attendees.  

...
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Implementation Plan

Project Presentation

... a full breakdown of costs for each recommendation can be found in the implementation
plan on page 13.
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...and all citations included in the presentation can be found on page 14 if you want to do
further reading.
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Thank you
Please feel free to ask any questions.
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I'd like to thank you for listening to my presentation 

and 

I'm happy to answer any questions you may have.
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