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Research project and recommendations

by Laura Parry

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 | 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

We hold the following values when
The council's purpose is to help Neath Part Talbot residents five carrying out our work:

good lives,
T—— Connected - what matters to you
Team NPT | owrvisionistogie ‘—N matters to us;

every child the best start .
employs in e hatevery Caring - we care about you, your

o life and the future of our county
6 6 2 2 community is thriving and s
sustainable; that our gh;

: i Collaborative — we work with our
environment, heritage

people and ulure can b ’N citizens and partners because
enjoyed by future together we can achieve more;
generations; and that Confident - we are optimistic and
Iocal peaple have the :nnﬁdent about the future.
LS (R skills to access well paid,
sustainable jobs in the

local green economy.

JS?“

wirk in wark in Strategy work in Social Service, work in work in Education,
Financial Services & Corporate Health & Housing Environment & Leisure & Lifelong
Services Regeneration Learning

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

Wit asond nespondents: i indicate fow ey feel about a sernies of stabements knked o Training and Devel

Sweegy | Ape | Nemwe | Dasges
wrve e dumyes

49% of employees

There is someone: at work who erccursges: my BENG0N | WINGT | AN | WINET) | AINEG | RN
gereipeent base )

Neutral 3043% TOTAL priseng- oy Y BAFREOT) | SEINOED | MER(I30 | RENGD AN WO
;::;,, ::‘;: agreed that they ot e Ty o cpponnGes WM AN | qyom ey | auewrian | WON) | and | ammen | o
T recese reguiar appranals (Base T87) NN MINGE IR0 IR 2AT e
:""‘d"'_"“ ":z: have regular [ipyre s he e n plamming (o e e B0 | am e | ZATH D | MTRERE | WANOR) | AINTD | ARR0D
rongly Disagree
Grand Totsl 100,000 B
appraisals

Council Employee Survey 2024-2025 - Report of findings dat:

2. Fram the st below, which of thess do you feel are important 1o the role of manager? (Tick ol that
apply)

xtract (NPTC, n.d.). it is impovrtant to me that @ manager. ...

121/140
employees felt a
manager should co-
ordinate regular
supervision
sessions

44% agreed that
their managers
completed regular
job appraisals with
them

LN NN NN NN NN N B

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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knowledge of performance
appraisals within NPTC.

. The aim of the research
' was to undertake a critical
evaluation of managerial
WM perspectives and
" |

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

Read slide
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Research findings

Do you conduct performance appraisals with your How frequently do vou conduct peformance appraisals?
employees?
oroer 3 years 4
35% —
30% - Never 0
£ = stcathly [ 1
0% ) o Total
15% [s% ] P Every 6 montis 5
10% = 15% 20% "No Asmmally m
5% Yes
i 10 n ] a0 0 @ ]
Education, Leisure  Environment Sodial Services. Strategy and Ve reciave - .
and Lifelong Healthand  Corporate Services Tknow where 1o access the performance appraisal Ihave recieved adequate training to conduct
Leaming Housing o performance appraisals
Directorate
Stuongly Dimpee
Waould you be interested in attending training for
conducting performance appraisals? Diagees -
- ool Toul
-

Apes Fal)

Strongly Agree

) ™ = A
. -New
b
Jov pm - ®Towd il
W% Mh M I0% 1 % DN 30N W
L . Have you attended the training on performance
"
o Veu Mabs "

-
The performance appraisals poliey/structure is user friendly management?

Serongly Disgve o
0
g 194, x =]
= 2 . .

E] "ol
Hewaad A —|
= 0
Agws 6% i

o Yes Unsare
Strongly Ammee an
o w1 i 2 w 4 o

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.

Read slide
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Role modeling Fostering

L ]
I ' . ' ' l ’ \ n n “I see my leaders, understanding
e C O e a I O O e colleagues, and staff and conviction
behaving differently.” “l understand what is

being asked of me,
and it makes sense.”

Provide manager performance appraisal training Wl ;";"m Y’
mind-set
What? Provide specific performance appraisal training to new and g baetor
future managers through our manager training program and to e mlent el
current managers via our self-service internal training portal. e jlreiin SRR
in the new way." and systems support
Training can be designed by the L&D team and delivered by the bongaskad 0 make.
Talent Management Team as part NPTC’s commitment employee The 4 Es Principles of human change (Basford and Schaninger, 2016)
development via a talent management initiative in line
with the corporate strategy. el g e
How? ;
« The Influence Model (McKinsey, 2016) Rolemodetog | GUETYees  inlbog | destandog
 The 4 E’s Principles of Human Change botavng dieant ks sonse ot

Educate Engage Empower Enable

Cost? and ' bein
0ge . e Confidence .. 1 Fave the shills and an " Reinforcement
Initial Cost to design training: £1,781.76 il soporunites o maigie  vilhormal
. . . ikdie Dainn In K e changes | am machanisms
Annual cost to deliver training: £5,924.48 i being askrdta

makn®

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

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. Itis 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 = ITL, S %
employee portal. Alongside the communication should be l 1‘,‘| ]WM 3
information on who and how to contact a member of the HR team ,LI H | (V&K
for support, advice and guidance in relation to the policies. ‘ j ; j ‘ j
How? hog

» Design a communication plan \

» Use a communications road map
» Measure the effectiveness in order to plan ahead

NEWSLETTER

Cost?
Total - £1,055.98

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 Fuoms e
and qualitative data. e  nderson snd Pt 20081
» 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

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
guestion 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

It is recommended that NPTC:
* 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

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.

Project Presentation Page 14 of 17



ntation Plan

feony

fires

Impleme

[inen

Aecommendation On;

To ensure thatmanagers

Any managens who have ine

v ki ties
ang competencies L&D Manager
required IDlH:TIy R Mana ger

Tt Ma

3ppeaisals.

Conducted Wa
microsef teams

L&D 1o design
perigrmance
appraisal waining
alongside HE
Talint Mansgement
team to deliver
Eairing quanany.

T perio rman ce

days and promate
rasningon NPTCS.
training hub thingi for
Btk fig within 50 days

Dresign braining within 60[Initial costs

Time tor LADManager 1 design perionmance appralsal ¥aining - 72 hours at £20,48 = 2147456
Timne for HRt Manages 1o provide guidance fo LAD Manager - 15hours « E20.58 = E307.20
Total initial cost: €1.781. %
Based oa quatledy 4-howur el
Tima tor Talent Management Oicer to dollver training - 16X £20.48 = S327.68
Time for managers 1o attend raining - 60(4x £23.32) = £5.506.80
Total annual cost £5.824.48
Totalcost: £7,700.24

Recommendation Two - Communication drive on policies and how to access them

periormance aporalsals
b0 assess whether itis N1
for puipose

BUrvey responses
Collechad | within 50 days
U ertake research on
bestpracice and draw
s & fepart within 120
days

To engure thatall AL amnployees Man ages Multi-methodsta  [Viaa Creste and implement | Comm unication manager meto etion commurication plan - Shours st E18.52 = £77.28
now whero anager inctudeinperson  [communication  |communication plan  |HR manager time to desi gn communication plan « 35 hours at£20.45 = £716.80
aEcess and elecy onic plan with & within 30 days [HR Ceficer 1o conduct effegtiveness assessment - 15 hours at £17.46 - £261.90
policies and alsowhere  [HROMicer means 1655 in £1,065.98
they cam getsupport if road map 12 months
required
Recemmendation Three - Conduct further research
To gain a better ALl employees/Managers Mutti-method s ta = ibute
engerstanding of MR Data Manager inctugeinparson  [research: Survey,  [employes survey'wimin |Timefor HRt Dats Manager 1o cesign, 5 ibube emall survey and analyse 03ta - 21Nours at E20.48
I and alectonic focus groups and  |30days = B430.08
O3 current meang resaaech into best  |Arangeand undertske |Time for Managers and empdovess 1 complets survey - [Based on sverage solary/10 mimutes =
[Policy and process for practice focus goups [afer 298 and a 0% response rate) = E1907.20

Total survey cost: £4.337.28
Focus Grou ps - based on 561 howr locu s groups with 1 fadiatater and 10 managersiemployess
Timne for WA Cfficers to organise and facdiate 6 1-hour onling focus groups - 13x £16.32 - £251.16
Time for HA Bata Managers 1o anatyse the data - 14x E30.48 = £286.72

Time tor em ployees and fanager b sttend - (10x £17.76 = E177.6) x & = £1.085 60
Totalfocus g oup costs: £1603.43

Best practice

Time for HAt Manager o research best practice 34 hours x E30.48 = £286 72

[Draving up a report

Time for HR Manager to draw up dat and research report - 225 hours « £20.45 = £440.32
Total cost: £6667.80

Project Presentation

... a full breakdown of costs for each recommendation can be found in the implementation
plan on page 13.
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Please feel free to ask any questions.

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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