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Summary:

The employee opinion survey is intended to demonstrate to employees that the Council is listening to their views and taking action as a result. It is, however, just one way in which the authority actively engages with its employees. Following our first survey in 2005, CROS requested and received an Improvement Plan of management actions to address issues emerging from this and subsequent staff surveys, which was followed by regular progress reports. This process and Plan has evolved considerably since so as to embrace other sources of feedback, such as Investors in People, and the purpose, rather than being remedial, is now that of continuous improvement.
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· Members to comment upon progress since the last report in January 2008

· Members to advise of any areas of concern.

	Contact Officer:
	David Williams
	Ext:
	7082


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: none

1. 
Background

1.1 The annual employee opinion survey is intended to demonstrate to employees that the Council is listening to their views and will be taking action as a result. There have been several surveys to date: the first one in 2005, subsequently in 2006 and in 2007, and the fourth and most recent took place in November. The outcome of this survey is reported here.

1.2 In addition, and initially independent of the staff survey reporting process, CROS have been receiving reports on the outcomes of our Investors in People assessments. This work has been complemented since 2007 by our innovative use of the Investors in People (IiP) Profile that is designed to provide another source of feedback. The outcome of the 2008 IiP assessment is reported here.

1.3 In 2007 CROS decided that feedback from IiP assessment (and anywhere else appropriate) should be integrated with the report from each staff survey, and that an annual joint report should be presented – in January each year. This is the report.

1.4 Early on CROS had requested and received an Improvement Plan listing management actions to address the issues emerging from the staff survey. Since then there have been regular progress reports presented to Members and the latest is included here.

1.5 Concomitantly with developments in our use of IiP, the Improvement Plan has evolved in order to make it clearer, better focussed, and thus easier both to read and to use as a tool for improvement. Indeed its ethos has evolved away from remedial to that of continuous improvement. 

2.
The purpose of seeking feedback

2.1 Firstly, to support the authority’s Skills for Life Strategy. In this strategy, and indeed also so as to underpin the Learning City priority, the authority has agreed ambitious Learning Targets, measured through Local Performance Indictors. We need to know how we are performing against these targets. Some of the questions asked in the staff survey are driven by this need to obtain data so as to report our progress, such data not being available to us from any other source. 

2.2 Secondly, as part of our adoption of IiP Profile. See section 5 below.

2.3 Thirdly, as part of a general desire to ‘engage’ with our employees, in acknowledgement that an ‘engaged workforce’ is a happier and more productive one. Employers in all sectors are increasingly focussing on employee engagement so as to attract and retain excellent workers. The extent to which employees feel engaged can be measured in a variety of ways. Commonly we want to know whether employees are satisfied working for this employer (‘Say’), whether they intend to stay working for this employer (‘Stay’) and whether they want to do the best they can for this employer (‘Strive’). Many employers, including ourselves, actively enter into dialogue with their employees in which finding ways of obtaining, and acting upon, feedback is an important component. 

3.
The ‘feedback loop’

3.1
Seeking and responding to feedback is a planned continuous process. Thus each year:

April - feedback from end-of-year data sources e.g. training records

June - feedback from the IiP assessor

November - feedback from the staff survey

January -  feedback from Members (CROS).

3.2 It is also intentionally connected and iterative:

· At each step issues/concerns are identified 

· These inform what we ‘interrogate’ at the next step (e.g. what questions we ask at the staff survey and what we ask the IiP Assessor to investigate)

· Feedback from each step also serves to validate our analysis (so-called ‘triangulation’)

· Progress is monitored and recorded through an updated Improvement Plan and through reporting of our Local Performance Indicators
· Further concerns can then be raised during this reporting
· And so on around the continuous ‘loop’.
4.
Staff Survey 
4.1 This year there were 339 completed returns out of a population of 785 employees, giving a response rate of 43%. This is appreciably worse than the 67% rate we achieved last year (36% in 2006) which considering that it was another short survey and quite easy to complete is disappointing. 

4.2 The main reason is the reduced number of completed hard copies returned this year, only 29 compared to the 124 returned last year. This is despite once again involving Union Learning Representatives (ULR) in encouraging and enabling completion by operational staff in Community Services. Although we know that the ULRs did encourage some of their colleagues to submit a return electronically and so the picture is a little unclear.

4.3 It is therefore the case that this year there is a somewhat ‘white collar’ bias to the feedback and so we will need to revisit our approach for next year. Nonetheless there is no doubt that we are still getting sufficient, valuable, and statistically valid feedback from employees.

4.4 A second consecutive year with a figure hovering around the 90% mark would appear to suggest that appraisal is now firmly embedded within the authority. This confirms the findings of the IiP Assessor in the summer.

4.5
Whilst the vast majority of staff are undertaking training and development there is still a sizeable number that are not (around 18%). The questions we now ask in the survey are clearer than before which has enabled us to get a more realistic picture. Figures in previous surveys of around 50% were simply unreliable due to confusion identified by the IiP Assessor. But this survey shows that there are around 19% of staff who felt that there was learning that they could do relevant to their role but had been unable to undertake during the year. As the authority’s policy is that all employees should be active in learning then it seems that there is more we need to do in order to energise and/or enable those still not involved. The planned roll out of Go Mo Mo in January 2009, from Bousteads Grassing to the rest of the authority, is one response.

4.6
The proportion of staff studying for a qualification (around 15%) is not growing at all despite being flagged as desirable last year. There is also a sizeable number of staff who still would like to study but are not doing so (again around 15%). This may be disappointing these staff individually, but corporately, it also throws into doubt our ability to hit our learning targets.

4.7
The primary reason for both 4.3 and 4.4 appears to be a shortage of money, although a significant number also quoted a lack of time. Either way, this is something that perhaps should be investigated further and an opportunity to do this will of course arise in the summer at our next IiP assessment. But I would suggest the pending roll out of Go would provide an earlier chance to look at this, particularly for qualifications above level 2. In addition in April we could examine how and to what extent existing directorate training budgets have been utilised. Each directorate has its own budget which is there to fund qualification study (along with CPD, specialised training etc).

4.8
Our records show a ‘bunching’ of qualifications achieved by staff at levels 2 and 3, many of whom I believe could benefit from studying to higher levels. Yet we have only 18 staff studying at level 3 currently and 7 at level 4. This will almost certainly be compounded when the Go Mo project is successful in enabling the authority to hit the target of having all its employees qualified at level 2 by 2010. Many of these staff will by then have been ‘bitten by the learning bug’ and may well be seeking further progression. Within a community where qualification achievement is well below the national average, and in a Council with the priority of Learning City, it is going to be hard, and perhaps unwise, to resist this demand. 

4.9
Funding for vocational level 3 qualifications is available through Train to Gain, which we can access as we have signed the Skills Pledge. This in theory should make study more affordable for more employees and indeed Community Services are already taking advantage within Go Mo. The lack of time to study a qualification may however still prove to be a constraint. BTEC National, NVQ3, and A Levels are examples of qualifications at level 3 although the latter is obviously an academic qualification.

4.10
Perhaps the most significant and welcome outcome of the survey is that the proportion of staff who believe the Council to be a good employer has remained at 88%. Yet again, and despite current concerns and uncertainty about change (identified by the IiP Assessor as being mainly due to job evaluation and shared services) our employees do appear to acknowledge this authority’s desire to remain a good employer. 

4.11
More worrying, however, is that 22% of employees say that the Council is not doing anything to help them to cope with change. Whilst there is evidence to show that the authority has already recognised this as an issue and is actively doing something about it (for example see paragraph 7) there is a clear message here from one in five of our employees.

4.12 There were a great number of suggestions made for what more the employer should be doing to help staff cope with change. SMT will look at these in more detail and respond accordingly. 

4.13 An informal analysis of these suggestions shows that they can be broken down into four categories:

· A call for greater openness and honesty

· To do what is in effect impossible i.e. to have no job losses and to stop the move towards the sharing of services within Cumbria

· A general appeal to ‘do something’ to improve morale 

· To improve internal communication.

4.14
Around 30% of staff are dissatisfied with internal communications as compared with 22% last year. Evidence of a deteriorating performance has been emerging from other sources too (for example see paragraph 7) and senior management will be responding. 

4.15
Appendix 1 contains the 2008 survey questionnaire. Please note 

that when issued as a hard copy this amounted to only one sheet of paper (two sides). Appendix 2 has a fuller report on the survey findings.

5.
Investors in People 

5.1 We have held IiP since 2000. Around 90% of local authorities now hold this national standard and so it is fair to say that just having it no longer gives us a distinctive edge, indeed it would be a major surprise if we were not to have IiP.

5.2 Thus In the 2006 Workforce Development Plan (WDP) we determined that we were no longer satisfied with just achieving IiP but instead wished to utilise the national standard in a much more strategic way. Since when the Council has used the IiP Profile tool as a driver for continuous improvement. 

5.3 Profile is not simply concerned with staff training. It also sets standards in relation to:
· Recruitment and selection

· Developing leadership

· Performance management

· Corporate social responsibility 
· Coaching and mentoring
· Work - life balance
· Employee involvement.
5.4 It is a framework of good practice developed to provide additional ‘stretch’ for organisations working with the Investors in People Standard. Following the structure of the IiP Standard, it builds upon the requirements of each indicator introducing broader areas of people management and development as in 5.4 above. Profile works at 4 levels: Level 1 is the same as the Standard, Level 2 is exceeding the Standard, Level 3 is considerably exceeding the Standard and Level 4 is excellent/world class practice.

5.5 In 2006 the authority established its baseline position and then set target profiles (known as aspirational profiles) for 3 and 6 years hence, at both corporate level and for each directorate.
5.6 In addition to using Profile for added stretch we also utilise IiP Rolling Review for continuous feedback (as opposed to assessment once every 3 years). Thus we receive annual feedback from the Assessor that enables SMT to make contemporaneous responses rather than wait years before finding that action is needed. The effect is that the frequency of dialogue with employees is also increased.
5.6
As was the case in 2007, this year’s assessment for IiP was against the profile and not just the baseline standard, thereby revealing far more about the strengths and weaknesses of the way we manage and develop our employees. Much of the process involves the IiP Assessor talking with our employees, both individually and in groups, and at all levels. His report therefore captures all this feedback which provides the basis for his judgement, and is used to score us against the Profile. He is asked to assess and report on progress towards our aspirational profiles – at both corporate and specific directorate levels.

5.7 The assessor found that each of our directorates are operating at world class (level 4) in at least one of the 10 indicators. And that the whole authority is operating significantly above the national standard in all the indicators. Thereby in terms of our priority, Learning City, we are truly leading by example.

5.8 Appendix 3 contains a report on the 2008 IiP assessment. Appendix 5 has the full IiP Profile. Appendix 6 shows a graphical illustration of the authority’s profile it aspires to achieve by 2010 and its current performance (June 2008).

6. The Continuous Improvement Plan

6.1 As stated in 1.5 above this plan has evolved away from listing remedial actions to that of facilitating continuous improvement. For example, it contains illustrative actions designed to stimulate ideas for interventions to address the areas of concern. These suggestions are neither exhaustive nor a requirement, but instead something to be considered by line management so as to learn from what others have been doing (at both directorate and corporate levels) from what staff are suggesting, and what the IiP Assessor is recommending.

6.2
Appendix 4 contains a report on progress with this plan as at December 2008.

7.
Future Focus
7.1 As part of the new corporate development programme launched in 2008 (City First) there is a core module that is to be attended by all employees. This is called Future Focus. 

7.2 Whilst 
the purpose is primarily to help employees prepare for change, it involves extensive dialogue with employees. Indeed every employee will be encouraged and enabled to share their views about the authority at one of these sessions being held between October 2008 and March 2009. 

7.3 Employees are asked to engage in a managed but inclusive process. They are asked for their views on a) what the authority currently does well and what it should do more of or continue to do in the future; and b) what needs to be changed and how they could assist in making such change. 

7.4 A great deal of feedback is being generated by this exercise which is being collected and reported to senior managers who will consider their response. It is intended that action will result and employees will be told what is to be done as a result of their feedback.

7.5 While an exercise on this scale is a one-off, it is nonetheless another example of the authority actively seeking to engage with its employees and in doing so generating useful feedback to inform management decisions and actions.

8.
Communication

8.1
The results of the recent staff survey are about to be disseminated. This will follow the same methodology as was adopted for IiP, as shown in 8.2.

8.2 The results of our IiP assessment in June were communicated widely and openly to employees, Members and trade unions. There was a personal letter from the Chief Executive, a presentation to Management Briefing (with required cascading down to teams), a report to unions at the Corporate Consultative Committee (CJC) and to Executive Members at Joint Management Team, and a summary in Members Briefing. The intranet also holds full details, including the unedited IiP Assessor’s written report.

8.3 The Senior Management Team is shortly to issue a ‘mid-term’ statement in response to feedback from the ongoing Future Focus exercise. This will be too late for the timing of this report although a verbal update can be presented to CROS at its meeting on 8 January 2009.

9.
Conclusions

9.1 The outcome of our planned and inclusive attempt to obtain feedback from our employees is that we obtain rich and validated data. This data enables Members to better scrutinise workforce issues and our senior managers to take appropriate and timely action.

9.2 This authority has adopted an innovative and rigorous approach to employee engagement that has received national recognition. One of the benefits arguably is that our employees do feel ‘engaged’, with the evidence being that so many view the Council as being a good employer.

9.3 This presents the authority with an opportunity, but also a challenge, to continue to harness the goodwill of staff so as to steer us through more upheaval and change that lies ahead.

10.
Recommendations

· Members to comment upon this report

· Members to advise of any areas of concern or specific issues that they would wish to be followed up during 2009 (e.g. at the next IiP assessment).
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	Carlisle City Council


	
	Employee Opinion Survey 2008


	
	This questionnaire is anonymous and strictly confidential.  Please tick one box only for each question.  Please return to the Policy & Performance Team in the Civic Centre by Thursday 4th December If you have any queries please contact David Williams on Ext.7082.


	Q1
	Which service area do you work in?

	
	
	Audit

	 
	

	
	
	Economy Property & Tourism

	 
	

	
	
	Facilities

	 
	

	
	
	Community & Culture

	 
	

	
	
	Electoral Registration

	 
	

	
	
	Legal

	 
	

	
	
	Financial

	 
	

	
	
	Policy & Performance

	 
	

	
	
	Personnel & Development

	 
	

	
	
	Revenues & Benefits

	 
	

	
	
	Democratic

	 
	

	
	
	Environmental 

	 
	

	
	
	IT 

	 
	

	
	
	Planning & Housing

	 
	

	Q2
	Have you had an appraisal in the last 12 months?

	
	
	Yes

	 
	

	
	
	No

	 
	

	
	
	Appraisal arranged

	 
	

	
	
	Not due an appraisal (worked here less than 12 months)

	 
	


	Q3
	Have you taken part in any on or off the job learning in the last 12 months?

	
	
	Yes

	 
	

	
	
	No

	 
	


	Q4
	Is there any learning relevant to your role that you wanted to do in the last 12 months but were unable to?

	
	
	Yes 

	 
	

	
	
	No

	 
	


	Q5
	If yes what prevented you?

	
	
	Budget limitations

	 
	

	
	
	Time limitations

	 
	

	
	
	Course availability

	 
	

	
	
	Other

	 
	

	
	If other, please specify

	
	_____________________________________________


	Q6
	Are you studying for a qualification at present?

	
	
	Yes (same level as presently qualified)

	 
	

	
	
	Yes (at a higher level)

	 
	

	
	
	About to begin study

	 
	

	
	
	Would like to 

	 
	

	
	
	No

	 
	


	Q7
	How do you rate the Council as an employer?

	
	
	Very good

	 
	

	
	
	Fairly good

	 
	

	
	
	Poor

	 
	

	
	
	Very poor

	 
	


	Q8
	Overall how satisfied are you with internal communications in the Council?

	
	
	Very satisfied

	 
	

	
	
	Satisfied

	 
	

	
	
	Dissatisfied

	 
	

	
	
	Very dissatisfied

	 
	


	Q9
	Carlisle City Council is currently facing considerable change.  How well do you think the Council is helping you cope with these changes?

	
	
	Very well

	 
	

	
	
	Well

	 
	

	
	
	To some extent

	 
	

	
	
	Not at all

	 
	

	Q10
	How do you think the Council could support you more through these changes?

	
	_________________________________________________________________________________________


	
	Equality Monitoring Form


	
	   All information given here is confidential & anonymous, completion is voluntary.  We will use the information provided to help us assess and address equality & diversity issues across the city council 


	Q11
	Gender?

	
	
	Male

	 
	

	
	
	Female

	 
	

	
	
	Transgender

	 
	

	
	
	Undeclared

	 
	


	Q12
	What age group are you in?

	
	
	16-24

	 
	

	
	
	25-34

	 
	

	
	
	35-44

	 
	

	
	
	45-59

	 
	

	
	
	60-74

	 
	

	
	
	75+

	 
	

	
	
	Undeclared

	 
	


	Q13
	Disability?

	
	
	None

	 
	

	
	
	Disabled under DDA definition 

	 
	

	
	
	Disabled under DDA definition not registered

	 
	

	
	
	Long term limiting condition that affects health

	 
	

	
	
	Long term limiting condition that does not affect health

	 
	

	
	
	Undeclared

	 
	


	Q14
	Ethnicity?

	
	
	White British

	 
	

	
	
	White Irish

	 
	

	
	
	White Gypsy Traveller / Roma

	 
	

	
	
	White Irish Traveller

	 
	

	
	
	White Polish

	 
	

	
	
	White Lithuanian

	 
	

	
	
	Other White Back ground

	 
	

	
	
	Asian or Asian British Indian

	 
	

	
	
	Asian or Asian British Pakistani

	 
	

	
	
	Asian or Asian British Bangladeshi

	 
	

	
	
	Other Asian or Asian British

	 
	

	
	
	Mixed White & Black Caribbean

	 
	

	
	
	Mixed White & Black African

	 
	

	
	
	Mixed White & Asian

	 
	

	
	
	Other mixed background 

	 
	

	
	
	Black or Black British Caribbean

	 
	

	
	
	Black or Black British African

	 
	

	
	
	Other Black background

	 
	

	
	
	Chinese

	 
	

	
	
	Philippine

	 
	

	
	
	Other ethnic groups

	 
	

	
	
	Undeclared

	 
	

	 
	If other, please state
	___________________


	
	Thank you very much for taking the time to complete this survey, we value your input and will act on your comments


Appendix 2

Report on the 2008 Staff Survey

CARLISLE CITY COUNCIL

EMPLOYEE OPINION SURVEY
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REPORT

December 2008

During December 2008, Carlisle City Council carried out an Internet and paper survey with staff.  The questionnaire asked for views on Carlisle City Council as an employer and communication internally within the Council. 

METHODOLOGY

The questionnaire, was sent via Council email to every council employee with computer access.  All electronic responses sent by staff had the same email name and so anonymity of staff was protected.  Staff without computer access, were sent paper versions of the questionnaire. 

Results & Analysis   -   Question 1
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Results & Analysis   -   Question 2

Results & Analysis   -   Question 3
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Results & Analysis   -   Question 4

Results & Analysis   -   Question 5
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 Results & Analysis   -   Question 6

Results & Analysis   -   Question 7
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 Results & Analysis   -   Question 8
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Results & Analysis   -   Question 9

Appendix 3

	
	

	
	


IiP assessment 2008 – key findings, implications and actions

1.
Background

1.1 In common with most authorities Carlisle City Council has achieved the national standard of Investors in People (IiP), in our case held since 2000. Our Workforce Development Plan (WDP) of 2006 determined that we would be assessed against IiP Profile rather than simply the baseline standard. This would give the authority added ‘stretch’ as well as enhance the utility of the feedback received during the assessment process so as to enable continuous improvement, and contemporaneous remedial actions if required.

1.2 Further feedback and, to some extent, validation is also sought from the Employee Survey held in December each year.

1.3 Concomitant with this approach is our use of ‘rolling review’ whereby instead of the normal three-year interval between IiP assessments we would have the Assessor come to the Council in June each year and give us progress updates and analysis on issues we ask him to investigate specifically. The latter is prompted by elected Members during scrutiny of the Employee Survey at Corporate Resources Overview and Scrutiny Committee (CROS).

1.4 In 2007 we worked with the Assessor and a Profile expert so as to produce profiles of each directorate and of the authority as a whole. These take the form of both a baseline profile (the position as at 2007) and aspirational profiles (for 3 and for 6 years hence). There are action plans in place that show how we will achieve these aspirational profiles.

1.5 The Assessor remains in touch with the authority on a regular basis informally and just prior to each annual assessment is briefed on contextual matters in so far as they may influence our performance against the standard. This year these include organisational changes such as Shared Services, people developments like Job Evaluation (JE), and resourcing (e.g. budgets, Vacancy Management). He also receives the report of the annual Employee Survey.

1.6 For the June 2008 assessment we specifically asked for and received feedback from the Assessor on:

· Progress towards our aspirational profiles – at both corporate level and for each specific directorate

· Whether the results of the 2007 staff survey still hold true (e.g. the extent to which the council is seen as a good employer)

· Insights into two corporate issues of concern. These are also Local Performance Indicators in which performance against our published Learning City targets is well below expectation. Namely:

· whether professional staff engage in Continuing Professional Development (CPD)

· whether all employees undertake the minimum of 5 days of learning. 

1.7

The Assessor’s report has been considered by the Strategic Staff Development Group (SSDG), by SMT, and by CJC. 

2. Key findings

· a dramatic improvement in Community Services over the last year

· there has been no progress within any of the other directorates, whose profiles have ‘stood still’, but equally there has been no decline either 

· we now operate above the baseline of the standard across the whole authority in all indicators, with some performance being world class

· this is due to the improvement in Community Services who have now caught up with the rest of the authority, thereby improving the corporate profile which records the lowest common denominator

· there has been little or no progress with regards to the identified corporate actions designed to enable the council to achieve its aspirational profile

· however, the building blocks are in place so that the aspirational profiles remain achievable

· there is no significant problem with regard to either of the two issues raised as a concern by Members, excepting that of understanding what is going on. Most staff who seek it, do indeed undertake ‘at least 5 days of training’ but much of this is ‘on-the-job’ and, despite our efforts to explain, because this is not a ‘course’ away from work it is often not recognised as learning. And all those staff that have a CPD requirement meet it

· albeit several staff who arguably should undertake CPD (as they hold a professional qualification) do not do so because they choose not to join a professional body, mainly due to cost

· morale has dropped significantly over the last year, with Job Evaluation (JE) the main reason, and more people are actively seeking other jobs

· JE is seen as having been badly managed 

· Senior managers (SMT and Heads) seem not to inspire their employees: most of those interviewed consider senior staff to be remote and not prepared to listen

· Vacancy Management has little credibility and has resulted in a perception that staff are working under unacceptable levels of pressure

· Despite the above negative findings, all those interviewed expressed a strong sense of loyalty to the City Council and generally thought it a good place to work.

3.
Implications

3.1 This report essentially confirms what we already suspected

3.2 Given that Learning City remains the Council’s priority then the negativity identified in this report must be of some concern 

3.3 But this perhaps can be counter-balanced by the positive outcomes, particularly in Community Services for whom Go Mo is clearly reaping dividends

3.4 It is also true that our existing profile is still extremely good and probably the envy of most other employers

3.5 JE was never going to be a ‘vote-winner’, and there is probably not much more that can be done that we have not already planned to do. It is likely that complaints as to the way it is being managed are actually more an articulation of the wide and understandable concern that employees have about job evaluation. Because they still do not yet know what the outcome of it will be, it is the ‘project’ itself that is being blamed. If staff intend to apply for jobs in other local authorities they need to be aware that the vast majority of councils are roughly going through the same (JE) experience as are we 

3.6 Neither was Vacancy Management going to be popular. It is perhaps ironic that a scheme that is palpably failing to deliver significant reductions in staffing levels still results in a perception that staff are working under pressure almost as if lots of jobs had actually been cut 

3.7 The apparent inability of senior managers to inspire staff is an issue, and given the changes and challenges we face there has never been a more important time for senior managers to display visible leadership. But this does need to be set in context of the IiP Profile: the assessor is only commenting upon this because with indicator 5 three directorates have chosen to aspire towards world class standards of management. Level 4 (world class) requires that “top managers role model inspirational leadership”, whereas Levels 1 - 3 do not. Therefore this apparent critical comment is only being made because several of our top managers have set themselves such demanding standards that they are yet to achieve. Thus this feedback should be balanced with due credit for the worthy ambitions of our senior managers to be the best

3.8 SMT, given the lack of progress on corporate actions, have considered whether perhaps, and despite our Learning City priority, it is now appropriate to revise down our aspirational profiles. These corporate actions were agreed by SMT last year and are shown in 4 below. However, SMT acknowledged that the JE exercise had predominated since which meant that we had been unable to make progress with the corporate actions. Phase 1 of JE is now over and so it is considered to be premature to scale down the corporate profile now. Also the Assessor believes that our aspirations are still achievable

3.9 Given 3.4 above and the fact that we are facing stringent resource constraint in the years ahead, SMT also considered whether perhaps this is a time to stop – to settle on our laurels and consolidate rather than seek to continuously improve? SMT thought not. They are concerned as to the message this might convey (on top of all other things) and still believe that such people improvements as we have planned will help to ameliorate the effects of change and so assist us to achieve our goals.

4. Actions planned 

These are what SMT decided in 2007 should be done in order to achieve the authority’s aspirational profile:

4.1
Indicator 1    (A strategy for improving the performance of the organisation is clearly defined and understood)
Develop a consistent and shared understanding of what Social Responsibility means to Carlisle City Council – this should address the Council’s role both as a responsible employer and as a member of the community.

4.2
Indicator 3
(People management strategies are designed to maximise everyone’s performance and potential)
Review strategies for supporting work-life balance – this does not necessarily mean that there should be the same practices applied across the council, but that the practices are fair and reflect the needs of the organisation and its people.

Pilot the involvement of team members in recruitment – if the decision is made not to do this, the aspirational target for 6 years should be lowered to level 3.

4.3
Indicator 4
(Capabilities required of managers to lead, manage and develop people effectively are clearly defined and understood)
Ensure that managers across the organisation at all levels are involved in defining the current and future knowledge, skills and behaviours required of line managers in this council.

4.4
Indicator 6
(People are encouraged to take ownership and responsibility by being involved in decision making)
Involve people from across the organisation in developing strategies for recognising and valuing people’s contribution that people can see are fair and find motivational. Once more this does not necessarily mean that the practices need to be the same across the council, but that they are fair and reflect the needs of the organisation and its people.

4.5
Indicator 8
(People’s contribution to the organisation is recognised, valued and respected)
Review the piloting activity for mentoring and make a decision as to whether this will be rolled out across the whole organisation. If the decision is made not to do so, the aspirational target for 6 years should be lowered to level 3.

5. Actions since

5.1 Go Mo is being rolled out across the authority where hopefully it can have a similar beneficial effect as that experienced at Bousteads Grassing (should impact on 4.2 and 4.5)

5.2 Job Evaluation has resulted in greater clarity as to what is expected of our employees, particularly our managers (4.3)

5.3 We are currently undertaking benchmarking of our training and development strategies and procedures (4.2)

5.4 Our ongoing Pay and Workforce Strategy will help us to produce a new reward and recognition strategy which is being developed in partnership with our unions (4.4)

5.5 We are extending the membership of the SSDG* to include non-managerial staff (4.4)

5.6 Although not necessarily driven by IiP (albeit anticipated within the WDP) the recently launched new corporate development programme City First will serve to both support 4 above and to impact positively on several of the issues identified by the Assessor. The two most prominent are:

· Mentoring is now positioned within the Manager as People Developer module at ‘level 2’ and although we are focussing on ‘level 1’ actions in this module during 2008/09 we are clearer as to what purpose we have for mentoring (4.5)

· The mandatory module Future Focus has been designed by, and is being delivered by, senior managers personally. This module is where senior management actively listen to all employees (as well as explain change and the challenges we face) thereby enabling them to display visible leadership, even to inspire (4.3)

5.7 This report went to the SMT/Heads joint meeting of 4 November followed by Management Briefing on 5 November for cascading down to staff. The Assessor’s report has been placed onto the intranet

5.8 The key outcomes of the assessment was disseminated to employees in a message from the Chief Executive 

5.9 The SSDG will come up with an approach to take forward section 4 of this report. It is also appropriate that a staff project group be established to assist in this work (see 4.4)

5.10 The Employee Survey has been re-designed. The existing questions regarding CPD and 5 days training were deleted or amended respectively, as neither question was likely to give us answers that reflect reality, and may well have continued only to confuse

5.11 The two Local Performance Indicators (for ‘CPD’ and ‘5 days’) will also be reviewed. The Skills for Life Working Group is shortly to recommend changes to our Learning Targets to make them more meaningful

5.12 The SSDG will monitor progress with all these actions and report further to SMT as appropriate.

* The SSDG has just been renamed the Corporate Staff Development Group

David Williams







October 2008

Appendix 4





Employee Feedback - Continuous Improvement  Plan 

Progress report December 2008

	Areas of concern
	Council position as revealed by 2007 Staff Survey
	Examples of actions taken to improve performance/address area of concern
	Feedback from the IiP Assessment in June 2008 (using IiP Profile)
	Council position in November 2008 Staff Survey

	Appraisal

(LP 74)
	89% of those who should have an appraisal had had one
	Directorate has its own monitoring system to check on compliance

Will use Trent  to monitor when it becomes available.

Importance of appraisal has been re-emphasised across the authority.

Operational staff have option of using adapted paperwork


	This is a part of IiP Indicator 2 (learning and development is planned to achieve the organisation’s objectives). The Assessor commented upon an impressive improvement within Community Services with regard to this indicator. 

The Council now scores level 4 which is the highest level possible. 

The Assessor found no issue with appraisals.


	88% of those who should have an appraisal have had one

	2. 

Training undertaken

(LP 82)
	55% said that they had undertaken the policy minimum of 5 days learning and development in the year (pro rata for part time staff). 

Council target is 100%. 
	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 is reported to managers and unions.

Go Mo initiative.

Use of Union Learning Reps to generate interest in and take up of training. 
	This is a part of IiP Indicator 7. The Council scored level 3  which is significantly above the national standard.

The Assessor found that all staff that wanted training received it, but that there is still confusion between learning and training with many staff still just counting formal structured ‘courses’.

He identified an issue regarding the lack of money to fund external specialist training, and with staff, particularly those that had been in the role a long time, who felt that they had done all the training they needed.

“The vast majority of staff believed that the authority took training and development very seriously and that all of their essential, and many of their desirable development needs, had been met”


	77% of employees have taken part in learning in the last 12 months.

19% said that they were unable to undertake training relevant to their role even though they wanted to.

Primarily because of budget limitations but also in many cases a lack of time.

The survey has been amended to avoid continued confusion in this area of questioning.

	3. 

Qualification

Achievement

(LP 73)
	16% of employees were studying for a qualification. 

Another 15% said they would like to study.

The Workforce Development Plan (WDP) envisaged that 22% would be studying for a higher qualification in 2007/8 in order that our Learning Targets can be met. Key target is that all staff will have a minimum of a level 2 qualification by 2010
	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.

Community Services is utilising Train to Gain funding to support ‘free’ study for scores of staff.

Go Mo initiative being used to encourage and enable operational staff to study up to Level 2


	This is a part of IiP Indicator 2. The Council scored level 4 which is the highest level possible. 

The Assessor found no issue with regard to qualification study, although he was not asked to look at it specifically (perhaps in 2009?)
	Around 15% of employees are currently studying.

Another 15% said that they would like to do so

	4. 

Continuing Professional

Development

(LP 75)
	54% of staff who answered the question said that they were engaging in CPD. 

Council target is 100% of professional staff. 
	CPD is mandatory to retain Practising Certificate in this Service.

A review was undertaken of the policy for paying subscription fees (but no changes resulted).

Each directorate has a budget to fund qualification study specific to their service areas
	This is a part of IiP Indicator 2. The Council scored level 4 which is the highest level possible. 

The Assessor found that all professional staff who needed to undertake CPD did so. Many others could also do so if they wished but chose not to, as it was either not compulsory or they had chosen not to be a member of their professional body.

There may be an issue around the cost of such membership, but all such staff said that they received all the training they needed for their professional role


	The question is no longer asked in the survey as it was causing confusion

	5.

Council as a good employer
	88% of employees believe the Council to be a very good or fairly good employer
	Chief Executive held ‘open sessions’ with all Services to listen to their views.

A core module (Future Focus) has been introduced within the new corporate development programme City First  which all staff will attend by March 2009. Each half-day event is led by two senior managers. They explain where the authority is going and then actively engage staff in debate about the implications. Staff thoughts and suggestions for change are recorded and presented to SMT.

Training for managers is also now available (Managing the impact of change) to help prepare them to deal with such as the new pay structure and other changes looming 


	This is a part of IiP Indicator 3. The Council scored level 2 which is above the national standard.

The Assessor found that morale had dropped significantly since the last review. Job Evaluation was seen to be the primary reason as well as Vacancy Management. 

He also found that senior managers were not sufficiently visible nor were they inspiring their staff.

“Despite this, all those interviewed expressed a strong sense of loyalty and commitment to the Authority, and generally thought it to be a good place to work”
	88% of employees believe the Council to be a very good or fairly good employer.

22% of employees say that the Council is not helping them to cope with change


LP = Local Performance Indicator

Appendix 5

Investors in People Profile

	1. A strategy for improving the performance of the organisation is clearly defined and understood

	
	Top managers
	Managers
	People

	Level 1
	1. Top managers ensure the organisation has a clear purpose and vision supported by a strategy for improving its performance

2. Top managers maintain constructive relationships with representative groups, where they exist, and consult them when developing the organisation’s strategy 

3. Top managers ensure the organisation has a business plan with measurable performance objectives 
	4. Managers can describe how they involve people in agreeing team and individual objectives that support the organisation’s strategy


	5. People who are members of representative groups can confirm that top managers maintain constructive relationships with the groups and consult them when developing the organisation’s strategy 

6. People can explain the objectives of their team and the organisation at a level appropriate to their role and can describe how they contribute to achieving them

	Level 2/3
	1. Top managers ensure the organisation has a clear set of core values which underpin its purpose and vision

2. Top managers ensure strategy development is based on performance measurement information and input from the organisation’s stakeholders and other sources such as research, learning and innovation activities 

3. Top managers ensure the organisation has a set of key performance indicators used to monitor and improve the organisation’s performance

4. Top managers can describe how the organisation takes account of corporate responsibility in its strategy

5. Top managers can describe how the organisation identifies and monitors its social and environmental impact
	6. Managers can describe how they ensure people understand the core values and what this means to the way they are expected to work  

7. Managers can describe how they are involved in developing the organisation’s strategy and plans 

8. Managers can describe how they involve people in the development of the organisation’s strategy and plans 

9. Managers can describe the key performance indicators used to monitor and improve the organisation’s performance

10. Managers can describe how they ensure people understand the importance of corporate responsibility and what this means to the way they are expected to work  


	11. People understand the organisation’s core values and what this means to the way they are expected to work

12. People can describe how they are involved in contributing to the development of the organisation’s strategy and plans 

13. People understand the key performance indicators used by the organisation and how they can contribute to their achievement

14. People understand the importance of corporate responsibility and what this means to the way they are expected to work

	Level 4
	1. Top managers ensure the core values are at the heart of the organisation’s strategy and govern the way it operates  

2. Top managers can describe how corporate responsibility is embedded in the culture of the organisation

3. Top managers can describe how the organisation measures and manages its social and environmental impact
	4. Managers can describe how they take account of the core values when implementing the organisation’s strategy

5. Managers can describe how they take account of corporate responsibility when implementing the organisation’s strategy
	6. People believe the core values are at the heart of the organisation’s strategy and govern the way it operates

7. People believe in and share the organisation’s vision and values

8. People believe that corporate responsibility is embedded in the culture of the organisation


	2. Learning and development is planned to achieve the organisation’s objectives 

	
	Top managers
	Managers
	People

	Level 1
	1. Top managers can explain the organisation’s learning and development needs, the plans and resources they have in place to meet them and how these link to the achievement of specific objectives
	2. Managers can explain team learning and development needs, the activities planned to address them and how these link to the achievement of specific team objectives


	3. People can explain how they are involved in identifying their learning and development needs and the activities planned to address them

4. People understand what their learning and development activities should achieve for them, their team and the organisation



	Level 2/3
	1. Top managers can describe the learning and development strategy they have in place to build the organisation’s capability to enable it to achieve its vision

2. Top managers can describe how innovative and flexible ways of developing people are identified through internal and external sources and how these are incorporated in the organisation’s learning and development strategy


	3. Managers can describe the plans they have in place to build their team’s capability to contribute to the achievement of the organisation’s vision

4. Managers can describe how they involve people in identifying the learning and development needs of their team and the activities planned to address them

5. Managers can describe how they take account of individuality and different learning styles when planning learning and development


	6. People can confirm their learning and development needs are reviewed and activities are planned to build their current and future capability to contribute to the achievement of the organisation’s vision

7. People can describe how they are involved in identifying the learning and development needs of their team and the activities planned to address them

8. People understand what the team learning and development activities should achieve for the team and the organisation

9. People can confirm that learning and development is planned in line with their preferred learning style

10. People understand they have a shared responsibility for their own learning and development 



	Level 4
	1. Top managers can describe how they have created a culture that encourages lifelong learning and promotes the updating / acquisition of skills and knowledge at every level


	2. Managers can describe how they role model the principle of lifelong learning 

3. Managers can describe how they assist the development of key partners by sharing the organisation’s knowledge and expertise with them 


	4. People believe that lifelong learning is embedded in the culture of the organisation


	3. People management strategies are designed to maximise everyone’s performance and potential

	
	Top managers
	Managers
	People

	Level 1
	1. Top managers can describe strategies they have in place to create an environment where everyone is encouraged to contribute ideas to improve their own and other people’s performance 

2. Top managers recognise the different needs of people and can describe strategies they have in place to ensure everyone has appropriate access to the support they need in order to improve their performance


	3. Managers recognise the different needs of people and can describe how they ensure everyone has appropriate access to the support they need in order to improve their performance 


	4. People believe managers are genuinely committed to ensuring everyone has appropriate access to the support they need in order to improve their performance

5. People can give examples of how they have been encouraged to contribute ideas to improve their own and other people’s performance

	Level 2/3
	1. Top managers can describe innovative and flexible people management strategies they have in place to recruit, manage and retain people and how they align with the organisation’s business strategy

2. Top managers can describe recruitment and selection strategies they have in place to ensure they have the people they need to achieve the organisation’s objectives

3. Top managers can describe strategies they have in place to manage diversity and promote equality in the workplace 

4. Top managers can describe the work life balance strategy and solutions they have in place to reflect the different needs of people and improve the performance of the organisation

5. Top managers can describe how they have created an environment where the giving and receiving of constructive feedback is valued

6. Top managers can describe how the organisation’s structure is designed to achieve its strategy


	7. Managers can give examples of how they implement people management strategies so that people can give their best to the organisation

8. Managers can describe how they ensure recruitment and selection is fair, efficient and effective

9. Managers can describe how they respect and value people’s differences and how they are effective in managing diversity and promoting equality in the workplace

10. Managers can describe how they ensure work life balance solutions are effectively put into practice

11. Managers can describe how they encourage the giving and receiving of constructive feedback

12. Managers can describe how they ensure people are matched to roles which maximise their talents 


	13. People believe managers ensure people management and performance is integral to the organisation’s success and encourage everyone to give their best to the organisation

14. People believe that they are recruited and selected in a fair and equitable way regardless of their individual characteristics 

15. People believe that managers respect and value people’s differences and can describe how they are effective in managing diversity and promoting equality in the workplace

16. People can describe how they are supported in balancing their work and personal lives 

17. People can describe how they give feedback to each other which is well given, well received and acted upon to improve performance  

18. People believe they are in a role which maximises their talents

	Level 4
	1. Top managers can describe how the organisation’s work-life balance strategy is integrated with its business strategy and embedded throughout the organisation

2. Top managers can describe how the organisation’s diversity management strategy is integrated with its business strategy and embedded throughout the organisation
3. Top managers can describe how the organisation’s recruitment and selection strategies are integrated with its business strategy and designed to ensure there is a talented and diverse workforce able to achieve the organisation’s vision and live its values
	4. Managers can describe how they value the work-life balance strategy and implement it creatively to benefit individuals, teams and the organisation 

5. Managers can describe how they value diversity and create an environment where people’s unique talents and potential are harnessed 

6. Managers can describe how they play a key role in recruiting and selecting talented people with values that are aligned to the organisation
	7. People believe work-life balance is valued and integrated into the culture of the organisation

8. People believe everyone in the organisation embraces diversity in order to maximise  performance and potential

9. People can describe how their views are taken into account when team recruitment and selection decisions are made


	4. Capabilities required of managers to lead, manage and develop people effectively are clearly defined and understood

	
	Top managers
	Managers
	People

	Level 1
	1. Top managers can describe the knowledge, skills and behaviours that managers require to lead, manage and develop people effectively and the plans they have in place to ensure managers have these capabilities


	2. Managers understand the knowledge, skills and behaviours required of them to lead, manage and develop people effectively


	3. People understand what their manager should be doing to lead, manage and develop them effectively

	Level 2/3
	1. Top managers can describe how they are actively involved in defining the current and future capabilities required of managers 

2. Top managers ensure the capabilities required of managers reflect the organisation’s purpose, vision and values 

3. Top managers ensure managers are regularly reviewed against the capabilities and receive constructive feedback on their performance

4. Top managers ensure managers are provided with appropriate learning and development activities to help them acquire the capabilities 

5. Top managers ensure there are appropriate resources in place to help managers acquire the capabilities 


	6. Managers can describe how they are involved in defining the current and future capabilities required of them

7. Managers can confirm that they are regularly reviewed against the capabilities and receive constructive feedback on their performance 

8. Managers can confirm that appropriate learning and development activities are provided to help them acquire the capabilities

9. Managers can confirm that they receive appropriate support and resources to help them acquire the capabilities
	10. People understand the importance of the capabilities required of managers to the future success of the organisation



	Level 4
	1. Top managers can describe how the organisation’s leadership and management strategy is integrated with its business strategy and takes account of external good practice

Top managers can describe how they create an environment where everyone is encouraged to acquire and demonstrate leadership capabilities
	2. Managers can describe how top managers inspire them to lead, manage and develop people effectively
	3. People believe that leadership and management capabilities are valued and embedded in the organisation


	5. Managers are effective in leading, managing and developing people 

	
	Top managers
	Managers
	People

	Level 1
	
	1. Managers can give examples of how they lead, manage and develop people effectively including how they give constructive feedback on people’s performance on a timely and regular basis


	2. People can confirm that their managers are effective in leading, managing and developing them

3. People can describe how they receive constructive feedback on their performance on a timely and regular basis



	Level 2/3
	1. Top managers can describe how they role model the leadership and management capabilities in line with the organisation’s values

2. Top managers can describe how they role model team working and knowledge sharing


	3. Managers can describe how they lead, manage and develop people in line with the organisation’s values

4. Managers place value on people working co-operatively and actively encourage collaboration and knowledge sharing within and across teams

5. Managers can describe how they ensure people receive advice, guidance and information to help them plan and develop  their career

6. Managers can describe how they act as coaches and mentors to maximise people’s potential

7. Managers can describe how they act upon feedback from all levels in the organisation to improve the way they lead, manage and develop people


	8. People can describe how their manager leads, manages and develops them in line with the organisation’s values

9. People can describe how they are encouraged to work collaboratively and share knowledge within and across teams

10. People can describe how they are encouraged to take responsibility for their own career development

11. People can describe how their managers are effective coaches and mentors

12. People confirm that they are confident to give constructive feedback to their manager and believe it is well received and acted upon 

13. People respect and trust their managers

14. People have confidence in the leadership and management capabilities of their manager and the top managers

	Level 4
	1. Top managers can describe how they role model inspirational leadership and an open, honest and trusting management style

2. Top managers can describe how they have embedded coaching in the organisation’s culture


	3. Managers can describe how they are inspired and motivated by their managers and can give examples of how they themselves demonstrate inspirational leadership


	4. People can describe how their manager inspires and motivates them to achieve their full potential 

5. People believe the organisation has a culture of openness and trust 




	6. People are encouraged to take ownership and responsibility by being involved in decision making 

	
	Top managers
	Managers
	People

	Level 1
	
	1. Managers can describe how they create a sense of ownership and responsibility by encouraging people’s involvement in decision making, both individually and through their representative groups, where they exist


	2. People can describe how they are encouraged to be involved in decision making which affects the performance of individuals, teams and the organisation, at a level appropriate to their role

3. People can describe how they are encouraged to take ownership and responsibility for decisions which affect the performance of individuals, teams and the organisation, at a level appropriate to their role

	Level 2/3
	1. Top managers can describe the arrangements they have in place to encourage people to participate in the decision making process at both an individual and a representative level

2. Top managers ensure the organisation has effective internal communication systems to encourage the timely transfer of knowledge and information both vertically and horizontally


	3. Managers can describe how they ensure people have the freedom and support to take decisions which affect the performance of individuals, teams and the organisation, at a level appropriate to their role

4. Managers can describe how they ensure the timely transfer of knowledge and information vertically and horizontally

5. Managers can describe how they trust people to make decisions that improve the performance of the organisation
	6. People can describe how they take ownership for decisions which affect the performance of individuals, teams and the organisation, at a level appropriate to their role

7. People believe that the consultation arrangements are effective and enable them to take part in decision making

8. People can confirm they receive the information they need to make decisions and improve performance

9. People believe their managers trust them to make decisions that improve the performance of the organisation

10. People are committed to the success of the organisation

	Level 4
	1. Top managers can describe how they have embedded consultation and involvement in the organisation’s culture

2. Top managers can describe how they involve people in the design of consultation arrangements that promote a meaningful exchange of ideas in an atmosphere of mutual trust and understanding 

3. Top managers can describe how they have created a culture where people strive to make changes that will continuously improve the performance of the organisation


	4. Managers can describe how they have created an environment where people have the confidence to embrace continuous change and openly challenge the way the organisation works to improve performance


	5. People can confirm that they are involved in the design of the consultation arrangements

6. People believe they can challenge the way the organisation works to improve performance and can give examples of how they have done so

7. People can describe how they feel a sense of ownership and pride in working for the organisation 


	7. People learn and develop effectively 

	
	Top managers
	Managers
	People

	Level 1
	
	1. Managers can describe how they ensure that people’s learning and development needs are met through appropriate activities


	2. People who are new to the organisation, and those new to a role, can describe how their induction has enabled them to perform effectively

3. People can describe what they have learnt from undertaking learning and development activities and how they have applied this in their role



	Level 2/3
	1. Top managers ensure the organisation makes good use of internal and external sources / resources to maximise learning and development 

2. Top managers can describe how the organisation takes a flexible approach to the way it develops people, using innovative and cost effective solutions that meet learning and development needs
	3. Managers can describe how they ensure knowledge and learning is shared across the organisation

4. Managers can describe how they provide learning and development opportunities for people to realise their full potential for mutual benefit

5. Managers can describe how they ensure learning and development is integrated into everyday activity and is seen as the norm

6. Managers can describe how they are actively involved in assessing the effectiveness of their team’s learning and development activities

7. Managers can describe how they recognise and celebrate learning and development achievements


	8. People can confirm that knowledge and learning is shared across the organisation

9. People can describe how they are encouraged to try out new approaches and learn from their efforts, mistakes and successes

10. People are motivated to learn and enjoy putting their learning into practice

11. People can confirm that they are well supported after attending learning and development activities and have clear objectives for putting the new skills and/or knowledge into practice

12. People can describe how learning and development achievements are recognised and celebrated

	Level 4
	1. Top managers can describe how they have created a culture where all learning is valued


	2. Managers can describe how they support people in undertaking personal development activities unrelated to work in order to encourage people to embrace learning and broaden their knowledge and skills


	3. People can describe how they embrace learning and regard it as an everyday activity

4. People can describe how they are supported in undertaking personal development activities unrelated to work in order to encourage people to embrace learning and broaden their knowledge and skills




	8. People’s contribution to the organisation is recognised,  valued and respected

	
	Top managers
	Managers
	People

	Level 1
	
	1. Managers can give examples of how they recognise, value and respect each individual’s unique contribution to the organisation


	2. People believe they make a positive difference to the organisation’s performance

3. People can describe how their contribution to the organisation is recognised, valued and respected



	Level 2/3
	1. Top managers ensure the organisation has a transparent and flexible reward and recognition strategy which is externally benchmarked and ensures that people are rewarded and recognised for achieving the organisation’s objectives

2. Top managers ensure individual and team arrangements are operated fairly to reflect people’s efforts and achievements and to encourage high levels of motivation and creative involvement

3. Top managers can describe how they involve representative groups, where they exist, in developing the organisation’s reward and recognition strategy


	4. Managers can describe how they are involved in developing the organisation’s reward  and recognition strategy

5. Managers can describe how they implement the organisation’s reward and recognition strategy fairly and non discriminatorily 

6. Managers understand what motivates their people and recognise and reward them accordingly

7. Managers can describe how they recognise, reward and celebrate individual and team successes and achievements


	8. People who are members of representative groups can confirm that the groups are involved in developing the organisation’s reward and recognition strategy

9. People understand the organisation’s reward and recognition strategy and what behaviour is valued, recognised and rewarded

10. People can confirm that the reward and recognition strategy is transparent and believe they are recognised and rewarded fairly

11. People can give examples of how they are motivated by the organisation’s reward and recognition strategy

12. People can describe how individual and team successes and achievements are recognised, rewarded and celebrated



	Level 4
	1. Top managers can describe how the organisation’s reward and recognition strategy is integrated with its business strategy and used to motivate people to improve the performance of the organisation

2. Top managers ensure the organisation has a forward thinking benefits strategy with policies which go beyond legal requirements


	3. Managers can describe how they involve people in developing the organisation’s reward and recognition strategy

4. Managers can describe how they encourage people to recognise the contribution their colleagues make to the organisation


	5. People are involved in developing the organisation’s reward and recognition strategy 

6. People can describe how they are encouraged to recognise the contribution their colleagues make to the organisation




	9. Investment in people improves the performance of the organisation

	
	Top managers
	Managers
	People

	Level 1
	1. Top managers can describe the overall investment of time, money and resources in leading, managing and developing people

2. Top managers can explain and quantify, where appropriate, how learning and development has improved the performance of the organisation


	3. Managers can explain how learning and development has improved the performance of their team and the organisation


	4. People can give examples of how their learning and development has improved their performance, the performance of their team and that of the organisation

	Level 2/3
	1. Top managers can describe how the organisation analyses, measures and evaluates how its people strategies contribute to the organisation’s performance

2. Top managers can describe the impact of their investment in people on the achievement of key performance indicators 


	3. Managers can describe how they are involved in analysing, measuring and evaluating how the organisation’s people strategies contribute to its performance

4. Managers can describe improvements in the performance of individuals, their team and the organisation as a result of people management interventions

5. Managers can describe how they celebrate successes achieved as a result of people management and development activities


	6. People can describe how they have grown in terms of their performance and career as a result of the learning and development they have undertaken and the way they have been managed

7. People can describe improvements in the performance of the team as a result of people management and development interventions

8. People can describe how successes achieved as a result of people management and development activities are celebrated



	Level 4
	1. Top managers ensure the organisation has a well developed, flexible and integrated approach to Human Capital Management measurement and reporting designed to measure the return on investment of its people strategies

2. Top managers ensure the link between the organisation’s people strategies and its performance is made visible to all its stakeholders through its Human Capital Management reporting


	
	3. People understand how the organisation’s investment in people has improved its performance


	10. Improvements are continually made to the way people are managed and developed

	
	Top managers
	Managers
	People


	Level 1
	1. Top managers can explain how the analysis of their investment in people informs their strategy for improving the performance of the organisation
	2. Managers can describe improvements that have been made to the way the organisation manages and develops its people in order to further improve the performance of the organisation 
	3. People can give examples of improvements that have been made to the way the organisation manages and develops its people

	Level 2/3
	1. Top managers can describe how the organisation has used self review techniques to improve its strategies for managing and developing people 

2. Top managers can describe how the organisation has used information from external reviews, including the previous Investors in People assessment / review to improve its strategies for managing and developing people 

3. Top managers ensure effective feedback mechanisms are used to understand people’s needs and expectations and to highlight improvements required to the way they are managed and developed

4. Top managers can describe the range of measures used to monitor and understand people’s perception of how they are managed and developed

5. Top managers can describe how the organisation’s experience and knowledge of people management and development has been captured and used to inform current strategy and make improvements 
	6. Managers can describe how ongoing review and evaluation of people management and development activities take place to maximise learning 

7. Managers can give examples of improvements they have identified and implemented to the way they manage and develop their people

8. Managers can describe how they proactively involve people in identifying and implementing improvements to the way they are managed and developed


	9. People can describe how they are encouraged to identify improvements to the way they are managed and developed

10. People believe that managers are genuinely committed to improving the way they manage and develop them to create long term sustainable performance

	Level 4
	1. Top managers can describe how the organisation has used internal and external benchmarking to review and improve its strategies for managing and developing people 

2. Top managers can describe how people’s perception of how they are managed and developed has improved 
	
	3. People can describe improvements that have been made, as a result of their suggestions, to the way the organisation manages and develops people 

4. People believe the organisation is a great place to work as a result of the way they are managed and developed


Appendix 6

The authority’s Baseline and Aspirational profiles
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