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1. Introduction

1.1 The purpose of this report is to advise the Sub−Committee of the outcomes of a recent review of the
Council's Performance Review & Development (PRD) programme and planned next steps.

2. Background

2.1 North Lanarkshire Council introduced an organisation wide PRD scheme in 2009 as a means of
providing a framework to formally discuss performance and agree potential learning and
development needs.

2.2 Performance appraisals are typically used to explore each employee's job growth and to set goals
and benchmarks to strive for during the next appraisal period.

2.3 Following the launch of the Council's Aspire programme in early 2016 and in recognition of the
ambitious changes ahead in the organisation, a decision was made to review the current PRD
process and its associated competencies to ensure it remained fit for purpose.

2.4

3.

A Council wide working group, led by the HR Network, was established to consider a new approach
to fit the future demands of the organisation.

Proposed Approach

3.1 In considering a new approach to the PRD process it was critical to consider how PRD is currently
used in the Council and what benefits or difficulties the current approach was seen to bring. One of
the strongest elements of feedback from some areas of the organisation was the difficulty that can
be experienced in managing the process effectively with a remote workforce. This became a key
consideration in developing the new approach. A wish to ensure that the process was streamlined
and as straightforward to use as possible was also expressed.

3.2 The new approach builds on this feedback and has been fully reviewed to ensure a focus on setting
and agreeing objectives, discussing performance and focusing on learning needs. Supporting the
principles of Aspire, new job related competencies have been introduced which can be applied to
jobs at all levels. The new competencies are Delivering Results, Communication, Customer Focus,
Collaboration & Teamwork, and Change & Improvement.

3.3 In recognition of the difficulties experienced by some Services in managing the process with a
remote workforce and the understanding that one size does not fit all, two different approaches are
being explored to accommodate the needs and aspirations of the workforce and the requirements of
service delivery. Managers can have the opportunity to complete the PRD on a one to one basis for
the majority of employees as is normal practice. However, for appropriate staff groups, the option
will be available to complete the PRD on a team basis. The team version of the PRD is built around
the same principles as the individual approach but is better suited to some areas of the workforce.



4. Consultation & Feedback

4.1 A significant amount of feedback has been received on the PRD process during and after its
development. Feedback from the Services has been sought throughout all stages of development,
with a large volume of comments received on the existing process from Aspire Champions from
across the Council. A consultation meeting with the Joint Trade Unions and the Employee Equality
Forum was held at the end of October and both parties have since submitted written comments.
While, as expected, this feedback has resulted in some helpful changes being suggested, the
overwhelming reaction from stakeholders on the new approach has been extremely positive.

5. Moving Forward

5.1 Having now concluded the consultation phase of the PRD review, it is anticipated that the new
approach will be launched in advance of 1 April 2017. However, prior to that point, a number of
initiatives are planned to maximise the effectiveness of the process.

5.2 In the first instance, it is intended to run two short pilot programmes with a group of staff using the
individual version of the process and another group using the team approach. Trade unions will be
provided with details of who is taking part in the pilot to ensure they are kept up to date on how the
process is impacting upon their members. Outcomes of the pilot will inform the final shape of the
process.

5.3 Following completion of the pilots, Learning and Development teams will work with the Aspire
Champions to design and develop a learning programme for managers and employees which helps
to raise awareness of the new approach and support them in the ongoing development of the skills
required to actively participate in the PRD process.

6. Recommendations

6.1 It is recommended
employee objectives,
process.

that the Sub−Committee notes the Council's new approach to managing
performance and learning needs through the planned launch of a new PRD
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