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Summary:

During October 2007, Carlisle City Council carried out a mini employee survey with staff.  This is the third annual employee survey although the first use of this shortened type.

There was an overall response rate of around 67%, which is a big increase on previous years. Comparisons with the 2006 survey shows staff satisfaction has not decreased in any of the areas covered. 

Questions for / input required from Scrutiny:

None specific

Recommendations:

· Members to comment upon this report

· Members to agree to the proposal to produce a ‘combined’ annual report for CROS around January each year hereafter.

Contact Officer:
David Williams
Ext:
 7082

BACKGROUND

During October 2007, Carlisle City Council carried out a mini employee survey with staff.  This is the third annual employee survey although the first use of this shortened type. Once again CN Research were employed to assist us with data collection and analysis.

This survey asked just 6 questions: on appraisals, learning and development, Continuous Professional Development, studying for current qualifications, rating the Council as an employer and views on internal communications in the Council.  All of these areas bar one have been chosen because of the need to gather data in order to report some of our Local Performance Indicators (Learning City). The Investors in People (IiP) assessment process in the summer which, by involving the use of IiP Profile, provided us with extensive feedback on how well we manage and develop our employees, enabled us to limit the number of questions this year.

It is possible that we will return to the use of a larger-scale survey at the end of 2008. We will defer a decision on this until we see the extent of the feedback we receive from the IiP Assessor from his visits to us during 2008 (under arrangements described to Members in report PPP 81/07).

In the past CROS have received reports both annually on each previous survey and quarterly on progress with actions identified to address issues of concern raised by the employees. These actions had been aggregated into an Improvement Plan used as a guide by Corporate Directors and for monitoring by CROS.  Following consideration of report PPP 81/07 CROS agreed to limit the need for these progress reports to once a year.  

However, CROS has also taken a specific interest in appraisal and received its latest report on this matter at its meeting of 6 December (PPP 97/07). Members are next due to receive a report on appraisal around May 2008.

I have chosen to coincide submitting a report to you on progress with the Improvement Plan with a report on the outcomes of the annual survey. This paper is therefore the first in such a format. Assuming that Members welcome this approach, and see no need to ask for special reports in the interval, then the next time this item would be due to come back before CROS will be around January 2009, and each January thereafter.

It is my hope that following my report on appraisal in May 2008 Members will then agree to subsume appraisal reporting also within this one ‘combined’ annual report.

Please note that all reports received from the IiP Assessor are published on the intranet to be accessible to employees and to Members, as are the reports from each Employee Survey.

METHODOLOGY

The total number of responses received was 519, which is an overall response rate of around 67%. This is a big improvement on previous years (34% in 2005 and 36% in 2006) which MORI suggests were typical rates for such surveys - perhaps because this year we only asked a handful of questions but also we believe because we focussed extra effort (see below).

The questionnaire was sent via Council email to every employee with computer access.  All electronic responses sent by staff had the same email name and so anonymity of staff was protected.  

All those staff without computer access were sent a paper version of the questionnaire via line managers and Union Learning Reps in the hope of achieving much better engagement by operational staff in the survey this year.  264 paper versions were circulated using this route with 124 returned – a response rate of 47% which is a huge improvement over previous years and which has fully justified the effort that has gone into reaching those staff without a PC. This is the first time I believe that we have truly ‘heard the voice’ of operational staff in these surveys.
CN Research says that the 67% response rate gives a confidence interval of + or –2.9% at the 95% confidence level. This, I understand, means the report is statistically valid. 

The breakdown of returns by Directorates is thus: 

Community Services 60%

Development Services 66%

PPP 74%

LDS 76%

Corporate Services 79%

Breakdown by other factors is provided in Appendix 2.

OUTCOMES

Comparisons with the 2006 survey shows staff satisfaction has not decreased in any of the areas covered.

The figures are thus:

· 88% of staff rate the Council as a very good or fairly good employer. It has been 91% in each of the previous two years and this is not a statistically significant drop. In the current climate created by a prolonged and unsettling Job Evaluation exercise this seems to be an excellent result

· 87% of staff who should have an appraisal during 2007 had received their appraisal. This is LP74. When those who have their appraisal in their diaries are added to this figure (and all of these people have since been appraised between the survey and my writing of this report) it becomes 89%. This compares with 86% last year and whilst this is an improvement it is not close to the 100% target that SMT had set. Corporate Directors have given an assurance that all those staff with outstanding appraisals for 2007 will have them before the end of this month. It is disappointing that it has taken the publication of the survey results to prompt achievement of the targeted outcome but nonetheless I am able to report here with confidence that everyone due an appraisal in 2007 will have had one

· 55% of staff have spent at least 5 days undergoing learning and development in the last 12 months. This is LP82. This is an improvement on last year (44%) but still way below the Council’s policy which is that all staff will have 5 days (pro rata for part time staff). This is disappointing and appears at odds with the outcome of our recent IiP assessment. It is probable that staff answering this question are not fully taking into account the wide range of learning and development activities in which they have been engaging. Some may still see this simply in terms of being on a training course, which is but one among many different ways in which our staff learn. We will need to ask the IiP Assessor to look at this in 2008

· 54% of those staff that have said that they should be undertaking Continuing Professional Development (CPD) are actually doing so. This is LP75. It involves professionally qualified employees engaging in planned updating of knowledge in order to remain a member of a professional body. There has been an improvement on last year’s 42% but still worryingly low. It may partly explain the poor performance on LP82. We need to examine this issue in more detail during 2008 and again the IiP Assessor is well placed to do so. We are also reviewing our approach to the payment of subscription fees to professional bodies
· 16% of employees are studying for a qualification and a further 15% would like to. This is LP73. We identified last year (when the figures were 13% and 12% respectively) that we needed to have moved staff from the latter to the former. What we have actually done is to increase both sets of figures. So this is a mixed outcome: it is good that more staff are studying (indeed this is needed if we are to hit our targets in LP77, 78 and 79) but even more staff want to study but aren’t doing so. As reported recently in the Corporate Performance Report our performance with LP76 (staff without a qualification) is still well below target but I am hopeful that the plans currently being implemented in Community Services will bear fruit next year. We appear to be stimulating demand for study among staff qualified at above level 2 but wanting to achieve even higher. This is what we want to see in support of our priority Learning City but perhaps there is a need for SMT to set an indicative figure as to what is a sustainable and affordable proportion of staff who can be studying at any one time

· 78% of staff are very satisfied or satisfied with internal communications in the Council (73% last year).  This is LP142. This reveals an ongoing improvement but means however that 22% of employees are still dissatisfied. 
LP = Local Performance Indicators (most used here are in support of Learning City).

Performance differs across the authority. The most notable differences between Directorates are:

· 100% of employees in Legal and Democratic Services (LDS) were appraised whereas   the figure is 78% in Development Services

· 70% of staff in People, Policy & Performance (PPP) have spent at least 5 days undergoing learning and development, compared with 47% of staff in Corporate Services
· 72% of staff in Community Services are satisfied with internal communications compared with 100% of staff in LDS.

To most of the questions there is no significant difference in response by pay scale, gender or length of service. The only notable differences between categories of employee are:

· 54% of staff on PO grade and above have engaged in Continued Professional Development in the last 12 months, this compares with 38% of staff on grades S01/S02. This is not unexpected (and the majority of staff below SO1 would not be in a professional body)

· More male than female employees have engaged in Continued Professional Development in the last 12 months, (31% to 18% respectively).  This may be significant and will need to undertake more analysis when we take a look at CPD in 2008 and during the Equality Impact Assessment of our people policies (currently underway).

More details are provided in Appendix 2.

CONSULTATION AND COMMUNICATION

An overview of the survey outcomes has already been shared with Senior Managers and there will be a full briefing in January. Staff should then be informed by their managers through the usual ‘communications cascade’.

The Portfolio Holder has been kept informed.

This overview has been shared with the unions at the December Joint Consultative Committee and a full report will go to the next scheduled meeting in February.

Employees will also be encouraged to view this report on the Council’s intranet.

IMPROVEMENT PLAN

Appendix 1 has an update on progress with the Improvement Plan now integrated with IiP.

RECOMMENDATIONS

· Members to comment upon this report

· Members to agree to my proposal to produce a ‘combined’ annual report for CROS around January each year hereafter.

FULL DETAILS

More information is provided in Appendix 2, much of which emanates from CN Research. 

This includes a literal response of all the comments from employees recorded on the questionnaires. I have removed two names from these comments otherwise they remain intact/unedited.

In order to be able to compare responses between different Directorates; pay scale; length of service and gender, weighting has been applied by CN Research to some of the graphs.

Appendix 1

Employee Opinion Survey Improvement Plan 

Progress report following 2007 Investors in People (IiP) assessment and 2007 Survey

Areas of concern
Council position as revealed by 2006 survey
Examples of actions taken in Improvement Plan
Feedback from IiP Assessor in 2007 (using Profile)
Council position - October 2007 survey

Line manager providing employees with feedback on their performance
Over a fifth of employees said ‘rarely’ or ‘never’. Worse in Corporate Services and Community Services
Monthly feedback in person and by e-mail.

Being addressed through IiP Profile Action Plan.

Discussed at TIR.
This is part of IiP Indicator 5. 

The Council scored Level 2 (above national standard) “Whilst managers stated that they provided feedback, a number of staff felt that, outside of appraisal, this was an area that could be materially improved”. 2 Directorates are actually up to level 4 (world class) “staff received a steady flow of constructive feedback”
Question not asked

Line manager motivating their employees
Only 49% of employees said ‘all’ or ‘most of the time’. Corporate Services employees more likely to say ‘rarely’ and Community Services to say ‘never’
Staff to be canvassed to see if this has improved after appraisals.

Appraisals will focus specifically on motivation.
Coaching skills training provided for managers.
This is part of IiP Indicator 5. The Council scored level 2 (above national standard) “staff confirmed that their managers did actively motivate them”. 2 Directorates are actually up to level 4 (world class)  “(staff are) motivated and inspired to emulate the role models provided (by senior managers)”
Question not asked



Employees who have had an appraisal in last 12 months
86% of employees who should have had an appraisal had indeed had one. No noticeable difference across directorates
Directorate has its own monitoring system to check on compliance

Will use Trent to monitor when available.
This is part of IiP Indicator 2. The Council scored level 2 (above national standard) “Staff explained that they are involved in identifying their own development needs through appraisals, although a number claimed not to have had an appraisal”. 4 Directorates are actually up to level 4 (world class) “Staff explained that they are actively involved in identifying their own development needs through appraisals”
89% have had an appraisal. Remainder will be appraised by end of 2007

Employees attending a Team Improvement Review (TIR) 
48% of employees had not had a TIR in last 6 months. No noticeable difference across directorates
Exploring solutions to problem in some service areas where it is difficult to hold TIR without impacting on service delivery.

Option has been taken up of holding just one TIR – well attended - per year rather than two sparsely attended sessions.

Additional informal team meetings now encouraged on specific issues.

Regular team meetings
This is part of IiP Indicator 7. The Council scored level 3 overall (well above the national standard) as did all the Directorates individually “…meetings for staff at all levels, which are used as the main conduit for sharing information and knowledge, ensuring that people are fully aware of all relevant matters and can effectively take part in the decision making process”
Question not asked



Employees who have had a minimum of 5 days learning and development in year (pro rata for part time staff)
44% of employees said had had the minimum entitlement. Council target is 100%. No significant difference across directorates reported but Corporate Services’ employees were the least likely to receive the 5 days
Management Team now monitoring required training against actual training undertaken.  

Training is identified at appraisals and progress is checked at follow up meetings.

Will use Trent to monitor when available.

Progress with Learning Targets reported to managers and unions.

Go Mo initiative and use of Union Learning Reps to generate interest in and take up of training 
This is part of IiP Indicator 8. The Council scored level 2 (above national standard) “in addition to courses, they provide a range of on-the-job development opportunities”.

 4 Directorates are actually up to level 3 (well above national standard) “in addition to external and internal courses, they provide a range of other development opportunities including shadowing, becoming mentors and leading or participating in inter-directorate or cross-agency projects”.
55% said that they had the 5 days minimum

Employees who feel their skills and experience are valued by the Council
19% of employees did not feel valued by the Council. This was 31% in Community Services and 24% in Development Services
Workshops held with managers and staff to get their views on this issue.

All staff were asked to identify other areas which they felt they might be able to contribute to in respect of skills currently untapped and arrangements have been made to give those staff responding capacity to work in areas outside their current job confines.

Pilots now involve employees from across the authority.

Articles in Staff Focus. 

Major internal award / celebration ceremony is to be held in December .

City First is to provide more opportunities
This is part of IiP Indicator 6. The Council scored level 1 (the national standard) “managers…provided some examples of how they celebrate individual achievements and successes but felt that more could be done. Most staff felt that little was done to celebrate successes” 

4 Directorates are actually up to level 2 (above national standard) “Managers described, and staff confirmed, a range of examples including mentions in meetings, public thanks and Directorate celebrations”
Question not asked



Line managers encouraging employees to develop new skills and enhance career prospects
23% of employees felt that their line manager did not encourage them. Worse in Corporate Services and Community Services
Workshop held to discuss.

Addressed as part of the appraisal system.

Full operation of the Trent system will enable Directorate needs to be fully assessed.
This is part of IiP Indicator 3. The Council scored level 2 (above the national standard) “strong efforts are made to enable people to make the most of their talents. However a number of people felt that this did not always give them the opportunity to make the most of their talents”.
The individual Directorates scored variously between level 2 and level 4 (world class) “Staff interviewed confirmed that they had ample opportunities for development and that their development activities were well supported”.
Question not asked



Training and development opportunities that will benefit employees are brought to their attention
22% of employees said that training and development opportunities were not brought to their attention. This was 29% in Corporate Services
Workshop held to discuss. Learning Champions in place.

Director will be a Learning Champion.

A Log of learning opportunities is being developed under Learning City strategy
This is part of IiP Indicator 5. The Council scored level 2 (above national standard) “…managers provided staff with career guidance. Many staff did not recognise this”.
2 Directorates are actually up to level 4 (world class). “Staff had ample opportunities for development”.
Question not asked 

Employees studying for qualifications
13% were studying. and 12% said they would like to study.

No noticeable difference across directorates
Training requirements, and the budget available, is now more rigorously managed.

Raised as a matter of concern at appraisals and staff are supported where training budget permits.

Go Mo is utilising Train to Gain funding to support study for dozens of staff
This is part of IiP Indicator 2. The Council scored level 2 (above national standard). “Everyone spoke highly of the Learning City initiatives and the opportunities it had created for them.”

4 Directorates are actually up to level 4 (world class).” Senior managers and managers believe that they have created a culture that encourages and promotes continuous learning by always supporting appropriate development requests. Staff were unanimous in their belief that continuous learning is an integral part of their Directorate’s culture.”
16% are studying and 15% said they would like to study

Professional employees engaged in 

Continuing Professional

Development

(CPD)
42% said they were. Council target is 100%. Corporate Services employees are the most likely not to engage
Directorate has a number of service areas where professional qualifications are required so this is incorporated in appraisal.

CPD is mandatory in Legal Services to retain Practising Certificate.

Subscription fees policy is under review.
This is part of IiP Indicator 2. The Council scored level 2 (above national standard). “Staff opinion was divided as to whether or not they had a personal responsibility for their own development”. 4 Directorates are actually up to level 4 (world class). “All staff strongly believed that they shared the responsibility for their own development and exercised this through...the development of their CPD programmes, which they can shape to take account of their preferred development styles. In developing their CPD programmes staff take into account their own personal development needs as well as the need to build the Directorate’s capacity to achieve its objectives.”
 54% said that they were engaging in CPD

Employees feel they have opportunities to develop their career in the council
37% of employees did not feel that they had the opportunity. No noticeable difference across directorates
Encouraged through appraisal. 

New Finance structure will facilitate career development. Also shared services initiatives in Revenues, Benefits and IT.

Initiatives to allow and encourage staff to move into different work streams.

Ongoing career development work is being funded by Members. Proposals are being considered within Learning City Strategy.
This is part of IiP Indicator 3. The Council scored level 2 (above the national standard). “Managers at all levels can explain how they are involved in matching internal and external recruitment in accordance with the Directorate’s needs and values but most staff did not believe that their views were either sought or taken into account”. The individual Directorates scored variously between level 2 and level 4 (world class). “Senior managers are acutely aware of the current and future demands likely to be placed on the Directorate and have devised a strategy of developing existing staff to ensure that there is both the capacity and capability to the demands. Managers and staff at all levels can explain how they are involved in matching internal and external recruitment in accordance with the Directorate’s needs and values.”
Question not asked

Appendix 2

2007 Survey data presentation and analysis

1. APPRAISAL

Question: Have you had an appraisal in 2007

Table 1 


Total responses
Community Services
Corporate Services
Develop. Services
Legal & 

Dem Svs
PPP

Total responses
511
260
95
90
26
40









Yes, had an appraisal
419
210
80
67
26
36









Not due an appraisal as on probation or been here less than 12 months
23
17
2
3
-
1









No, not had an appraisal
58
30
12
13
-
3









No, not had an appraisal but one is arranged
11
3
1
7
-
-









% of those who should have had an appraisal who have had one (by time of survey)
87%
87%
86%
78%
100%
93%









There is no significant difference in response by pay scale or gender.  

2.  UPTAKE OF TRAINING

Question: Have you spent at least 5 days undergoing learning and development in the last 12 months (or equivalent pro rata if you work part time)?  This does not just mean training courses (could also include attending conferences, briefings, receiving coaching or instruction, studying for a qualification, undertaking e-learning etc).
Table 2
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Table 3     
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284

57%

55

19%

55%

47

17%

47%

54

19%

54%

58

20%

58%

70

25%

70%

215

43%

44

21%

45%

53

24%

53%

46

21%

46%

42

20%

42%

30

14%

30%


There is no significant difference by pay scale, length of service or gender.
3. CPD

Question: If it is a requirement of your profession, have you engaged in Continued Professional Development (CPD) in the last 12 months?

Chart 1
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Table 4
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Table 5 
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Table 6
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4. STUDY FOR A QUALIFICATION

Question: Are you studying for a qualification at present?

Around seven out of ten staff (69%) are not studying for a qualification at present.  16% are studying for a qualification and a further 15% would like to. 

Chart 2
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Table 7
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There is no significant difference by gender in staff studying or not studying for a qualification:
Table 8
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5. VIEWS ON THE COUNCIL

Question: How do you rate the Council as an employer?
88% of staff rate the Council as a very good or fairly good employer.  This figure has not changed significantly since 2006 when 91% of council staff rated the council as a good employer.  

Chart 3
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How do you rate the Council as an employer?

There is no significant difference between the directorates, pay scale, gender or length of service in how good or poor they view the Council as an employer.
Table 9 
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6. Internal communications
Question: Overall, how satisfied are you with internal communications in the Council?

Over three quarters (78%) of staff say they are very satisfied or satisfied with internal communications in the Council.  Over a fifth (22%) are dissatisfied:

Chart 4
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Table 10
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16%

58%

74

20%

74%

72

20%

72%

85

23%

85%

78

21%

78%

70

14%

23

33%

23%

15

21%

15%

20

29%

20%

-

-

-

13

18%

13%

9

2%

5

54%

5%

3

34%

3%

1

12%

1%

-

-

-

-

-

-


There is no significant difference in response by pay scale, gender or length of service.

Data on Respondents

Table 11
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Base

Unweighted

Weighted

Are you?

Male

Female

What is your pay

scale?

Scale 1 to Scale 6

SO1 to SO2

PO and above

 

 

 

512

240

47%

272

53%

512

257

50%

256

50%

 

 

 

356

69%

159

45%

62%

196

55%

77%

60

12%

32

53%

13%

28

47%

11%

96

19%

65

68%

25%

31

32%

12%


Table 12
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Base

 

Are you?

Male

Female

516

100%

 

242

47%

274

53%


Table 13
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Base

 

What age group are

you in?

16-24

25-34

35-44

45-54

55-64

55-64

65+

516

100%

 

22

4%

95

18%

146

28%

148

29%

44

9%

58

11%

3

1%


Table 14
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Do you work?

Part time

Job share

Full time

Temporary contract

516

100%

 

102

20%

12

2%

381

74%

21

4%


Table 15
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Base

 

What is your pay

scale?

Scale 1 to Scale 6

SO1 to SO2

PO and above

512

100%

 

358

70%

60

12%

94

18%


Table 16
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Do you consider you

have a disability?

Yes

No

516

100%

 

20

4%

496

96%


Table 17
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Base

 

Which directorate do

you work in?

Community Services

Corporate Services

Development Services

Legal & Democratic

Services

People, Policy &

Performance (Inc Chief

Executives office)

514

100%

 

263

51%

95

18%

90

18%

26

5%

40

8%


Table 18
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Base

 

How long have you

worked for the

Council?

Less than 12 months

1-2 years

2-5 years

5-10 years

More than 10 years

513

100%

 

44

9%

42

8%

125

24%

94

18%

208

41%


Table 19
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Base

 

Do you consider

yourself to belong to

an ethnic minority ...

Yes

No

515

100%

 

7

1%

508

99%


Literal responses

Responses include comments on poor communication channels within the council (13); negative comments regarding the Job Evaluation exercise (12) and requesting support with training or qualifications (8).

· I think job evaluation has had a knock on effect with staff morale, which hopefully will be resolved. 

· Communications - not good interdepartmentally but better at a higher level.  Employer - most departments are OK but some 'bullying' in certain depts. 

· Communications are not good - departments are still working in silos 

· Not happy with numbers of printed out communications sent to staff. Training Directory, Corporate Improvement Summary, Internal Service Directory, Staff Magazine, a long list!     We should receive these as a PDF file attachment to an E-mail where we can save them on to our hard drives individually for ever if we like without losing them, or taking any space up in drawers, cupboards etc. Teams without access to E-mail could have a copy between them.     This should be an immediate priority (remembering "Cleaner, Greener, Safer") in order to save energy and resources used in the production, transport and recycling of publications. 

· Some areas of internal communication are very good e.g. across level and below, from above varies between quite good and virtually non existent on some topics 

· What is the point of obtaining qualifications if jobs that need qualifications are paid less than jobs that require no qualifications? So much for Job Evaluation and the Learning City! Do they need any more grass cutters? 

· Management is not fit for purpose.   Management got their heads too far up each others backsides, never listen to their employees. 

· The recent job evaluation exercise has demoralised most staff. In all the years of working here I have never felt so undervalued. I could truthfully say 95% of all staff is very deflated. A question should be set asking ”If you could be employed elsewhere with the same conditions would you leave?" Y or N !! 

· Managers are very quick to criticise and very slow to praise (if at all)

· Would like to start studying with the open university again but the cost is too much for me at present

· No need or requirement in my position to undertake a further qualification. 

· Very difficult to spend five days undergoing learning that I would benefit from directly. Financial implications for specific practical training are not available. 

· Ref Q6, there has been a complete lack of information and guidance from personnel on 2 issues involving my department. 

· Still lack of finances for staff training limit my opportunities for further training to advance my career! 

· I feel that information does still not get down to the lower ranks, despite management attendance at management briefings.  It is a case of that information only gets passed down on a 'they think that you need to know basis' which is rubbish.  I feel that all staff are entitled to all information that affects the Authority as a whole and definitely have access to information that directly affects their own service. 

· What communication! 

· Re Q6 - the Intranet is a poor communication tool - you have to know what's there to look for it. 

· Re Q5 & 6:  In my view,  JE has been handled poorly. I'm not sure of the reasons or where responsibility should lie. The results appear to be large scale "demotivation, disruption and insecurity". My own sense is that much of genuine warmth I felt towards the City Council as a quality employer has been lost during the process. 

· While there are various lines of communication possibilities this is not the same as being listened to.  When you yourself, as a lower paid member of staff, are under pressure to be efficient and meet targets it is very demoralising to see what at times happens further up 

· I am a member of two professional bodies both of which have CPD programmes but neither is compulsory at present.  One is bringing in compulsory CPD next year so I will have to do it - having said this I think I am already doing enough to satisfy CPD if it is required to be formally documented/assessed. 

· There is a general dip in morale due to Job evaluation.  I think it will take some work to address this. 

· I don't find the Intranet very user-friendly. 

· I would love to do a qualification to help me with my job, sadly there seems to be no opportunities 

· I think the communication should improve now we have the intranet and more people start using it. 

· I have been supported by my Line Manager and Unit head on all aspects of training and learning.  Coming from a Private sector background I feel the opportunities offered to public sector workers are outstanding. 

· There is not money to further my career and I no longer feel valued after job evaluation and I am becoming very depressed.

· The standard of basic internal training around staff induction is VERY POOR. 

· Communication at the moment is poor. 

· Think that job evaluation is a key example of just how wrong you get communications within the organisation. 

· The whole job evaluation process is a farce, which has hit staff morale.  We are told it’s the job being evaluated, but it is the person filling in the form, making it a biased exercise from the start.  Those who can fill in forms and interpret the questions score well, those with other learning styles score low.  Badly done! 

· Job Evaluation Process has brought down the level of rating as a good employer. 

· Job evaluation has had a seriously detrimental effect on my job, as a result of the poor handling by management morale is at an all time low in the Council as an employer who does not care about the welfare of its staff. 

· Change from public folders to Intranet for staff notice board has made it more difficult for staff to chat. 

· No management feedback from Management Briefing.  My appraisal is carried out as an exercise to get out the way as quick as possible. 

· Another waste of time. When managers couldn't care less about their staff, at least you'll be being paid a lot more than us workers to sit there and read our replies. 

· NB.  I have done some but have not completed the required 30 hours this year.

· There are a lot of training opportunities with the City council. 

· There is nothing in this questionnaire that asks actual opinions of staff, the questions are limited 

· Re question 3 CIPFA accountants in Finance qualify on block co ordinated by (Head of Service) 

· CPD undertaken has been on own initiative without support from the Council. 

· The information on Job Evaluation has been particularly poorly presented to employees. 

· As an example of poor internal communication, or indeed even inter-departmental communication; I have no idea and have not been made aware of what CPD is. This is of concern to me as I am a member of a professional body. 

· The Council's lack of communications skills have been paramount during the Job Evaluation process. 

· More flexible working is required in this age of technology. 

· Do not work at Civic Centre and feel isolated and sometimes unsupported. 

· Your management structure is very poor & lack people skills - This could be down to lack of training on the Council’s behalf or they have too much of a workload either way it needs to be put right. 

· This occupation is the best I have ever had.  Nothing is too much trouble for my superiors, who help us through difficult times. 

· 5 and 6 should have had spaces for comments. 

· Information does not reach manual workers who may not even have an updated notice board. 

· (Supervisor) he is still discriminating and getting away with it. 

· Offer better qualifications NVQ level 3 etc. Tell us what is happening about points. 

1 IF  = 1 "Note: in compliance with section 100d of the Local Government (Access to Information) Act 1985 the report has been prepared in part from the following papers: PPP 81/07" \* MERGEFORMAT 
Note: in compliance with section 100d of the Local Government (Access to Information) Act 1985 the report has been prepared in part from the following papers: PPP 81/07
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