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Submission Details 

 
 
Organisation or individual to which this submission relates (if 
different from overleaf): 
 
As previous 
 
Approximate size of organisation (number of employees) if 
applicable: 
 
18000 
 
Number of employees covered by the initiative if applicable: 
 
5000 (all directly employed staff) 
 
 

Change and Transformation in Warwickshire County Council 

 

Business Case 

Warwickshire County Council face unprecedented change responding to  a variety of challenges 

and savings pressures within the context of increasing customer demand.  Being required to do 

more with less will require different skills; more effective and efficient process; good assurance; 

more innovation; open challenge; speed and flexibility from all services. 

To meet these challenges, we have set out our ambitions through our Workforce strategy and 

One Organisational Plan. This means that everyone know what is expected of them, have the 

skills and resources to deliver and is trusted to get on with the job. 

 

Performance management will be seen as part of the day job at all levels from strategic 

business planning to supervisory meetings. Our workforce can expect feedback and 

opportunities to improve and to develop in line with the needs of the business.’ 

Every member of staff therefore need to continually review how they operate and perform to 

meet the challenges of the next few years, supported through a creative HRD model. 

The fundamental direction of our Performance Management approach is based on a cultural 

change programme focussing on standards, behaviours and new expectations with the aim of 

creating an organisation fit for the future challenges. 

 



Innovation - Inventing New Ways of Working 

 

By working both formally and informally with our network of staff reps groups, staff and 

managers across the organisation we were able to truly understand their requirements and 

provide innovative and creative solutions. 

 

We have delivered cultural change to embed positive values of Performance Management 

through the development and embedding of a competency framework for managers and all 

staff. The competency framework is now integral to our Appraisal Scheme which is a key 

performance management tool for the organisation. 

  

Manager expectations were clarified through the Competency Framework and support was 

provided to manage performance not only through reporting measures but by having open, 

honest dialogue with staff with crucial conversations seen as commonplace. 

 

Managers have been developed and supported in this new way of working through the following 

interventions: 

 

● Performance Management surgery-style sessions to give holistic support on all aspects 

of performance Management from an understanding of the process, through Business 

Planning to managing team and individual performance issues 

● Accelerating transitions through Jump Start programmes and other diagnostic processes 

to support personal development 

● Success by Outcomes, a development programme to enable managers and staff to 

move from a culture of presenteeism to a culture of high performance measured by 

outcomes 

● Coaching and mentoring for individual support, including the development on an in-

house  coaching pool 

● Managing difficult conversations workshops 

● Developing leadership behaviours through a Personal Leadership Programme 

● Peer support through facilitated Management Huddles 

● The introduction of more robust performance measurement through report cards and 

management information dashboards 

● Corporate frameworks introduced for the 5 Ps -  

1. Planning and performance management 

2. Project management 

3. Programme management 

4. Process improvement 

5. Policy and strategy development 

● Refreshed capability policy supported by workshops and surgeries 

● Localised and targeted interventions based on need identified through HRBP’S and the 

HR Advisory Service that supports the redesign of services and/or services that are 

displaying particular challenges with performance management 

 



Quantifiable evidence of impact 

 

We have measured our successes at various levels, firstly by evaluating the interventions, 

secondly through our bespoke work with teams and finally through asking our staff via a staff 

survey. 

 

Success of Corporate Interventions.  

 

An example of one of our interventions was the roadshows to introduce the competency 

framework. Our evaluation showed the following results: 

 

● 69% stated that the Working for Warwickshire Competency Framework added some 

value to the appraisal discussion. 

● 75% rated the scoring system in the self-assessment as user friendly to a varying 

degree. 

● 81% agreed that the competencies and the behavioural indicators reflect the current and 

future demands of working in WCC. 

● 82% of Line managers found the competency framework discussion helpful for the 

appraisals they held with their direct reports. 

● 82% of respondents rated the communication about the new Competency Framework as 

being effective to some degree. 

 

 

Local Level Project Success. 

 

Local level workforce plans highlighted Performance Management is a key priority for future 

proofing the Social Care workforce. Senior Managers and our HR Advisory Service suggested 

that our line managers were struggling both with the accountability of managing performance 

and  the skills of dealing with issues as they arise. In view of this, services across HR came 

together to provide a more integrated and collaborative support. We provided briefing sessions, 

surgery/drop in sessions, coaching, discussions at team meetings, and skill based workshops.  

 

Since the introduction of this integrated approach there are notable increases in their staff 

survey results around questions that pertain to the management of change, managing 

performance, appraisals, and communication. An example of this, is highlighted in the table 

below.  

 

Staff Survey Question Score 
2012 

Score 2014 Movem
ent 

I receive regular and constructive feedback on my 
performance 

52.3 59.7 +7.5 

I have regular meetings with my manager to plan 65.9 77.5 +11.6 



and review my workload  

My last appraisal accurately reflected my 
performance 

60.1 66.8 +6.8 

I believe my last appraisal was of benefit to me 
 

37.4 42.6 +5.1 

I have confidence in my immediate manager 63.1 70.6 +7.5 

My immediate manager inspires me to be more 

effective in my job 

51.9 61.7 +9.8 

My immediate manager manages change 

effectively 

57.6 61.3 +3.6 

My immediate manager communicates effectively 66.4 77.5 +11.1 

My immediate manager encourages me to 

propose new ideas and to improve the quality of 

our services to our customers 

60.5 64.3 +3.7 

 

Furthermore, anecdotal feedback given from managers supplement these successes. A 

summary of some of the feedback given is highlighted below:  

 

The sessions helped me to reflect on my own communication style and now I use a more 

coaching style of leadership with staff 

 

It has helped me to be more consistent, so that my team know what to expect from me. 

 

It has helped foster a consistency of approach and delivery of messages 

 

And finally… 86% of those managers we worked with within a particular service highlighted that 

they had adjusted their management style or approach as a result of attending the development 

days.  

 

Corporate Results. 

 

In the context of change, downsizing and job losses we are proud that our staff survey results 

showed positive trends, notably in the following areas: 

 

Staff Survey Question Score 
2012 

Score 2014 Movem
ent 

I am satisfied with the recognition I get for doing a 
good job 

58.2 60.0 +1.8 



I have the opportunity to contribute my views 
before changes are made that affect my job 

49.3 51.0 +1.7 

I am satisfied with the training and development I 
receive in my current job 

66.6 68.0 +1.4 

I am given a real opportunity to develop my skills 54.2 57.0 +2.8 

I receive regular and constructive feedback on my 
performance 

57.7 62.0 +4.3 

I have regular meetings with my manager to plan 
and review my workload  

64.7 73.0 +8.3 

My last appraisal accurately reflected my 
performance 

75.1 78.0 +2.9 

I believe my last appraisal was of benefit to me 50.0 53.0 +3.0 

My immediate manager inspires me to be more 
effective in my job 

63.0 68.0 +5.0 

My immediate manager manages change 
effectively 

66.8 69.0 +2.2 

My immediate manager encourages me to 
propose new ideas and to improve the quality of 
our services to our customers 

69.2 74.0 +4.8 

 

 

Conclusion. 

 

Two of our core purposes as stated in the One Organisational Plan are, ‘Our staff are highly 

skilled and supported’ and ‘risk and change is managed effectively’. 

 

To support these, we have delivered a range of interventions to embed a high performance 

culture through a competency framework and performance management approaches.  

 

Even with the context of job losses and raised customer demands we have still seen a positive 

trend in staff satisfaction, opinions and attitudes. 

 


