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Recommendation (s) to the decision maker (s)

1. That the Employment Committee notes the plan to feedback the results of the Staff 
Survey and the action plan to tackle areas of concern at a departmental and 
corporate level.  

2. That the Employment Committee recognises that it is dependent on all staff at all 
levels to engage with the Council to create real and long-lasting change.

3. That the Employment Committee provided feedback that can be built in to the 
action plan.
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1 The Background to the Report
1.1 Feedback on the overall staff survey results for the Council were presented in December 

2018 to the Corporate Management Team (CMT) and in January 2019 to Employment 
Committee, Senior Management Team (SMT), Trade Union Representatives and Staff.  
Feedback has also been shared through a number of articles within the staff newsletter 
and through information being published on the intranet. Employment Committee 
acknowledged the results of the survey as being positive, particularly during a period of 
large change and highlighted that whilst improvements had been made, there were clear 
opportunities to respond to staff concerns.

1.2 Employment Committee requested that a report be delivered detailing how the Council will 
respond to the staff Survey.  This report covers two principal areas; 

a) the feedback process and 
b) the Corporate response to the overall results.  

Accountability for delivering the feedback of the Survey Results and acting upon the 
findings will be led by CMT and the Human Resources department (HR), with each 
Assistant Director and Head of Service being responsible for their individual areas.

Feedback: Directorate and Service Results and Action Planning.  
1.3 Individual department and directorate reports have been produced and distributed to 

Strategic Directors and Assistant Directors.

1.4 The HR department has arranged meetings with individual Strategic Directors and 
Assistant Directors to discuss the overall themes of the survey results and to agree a 
timeline and common approach to feeding back the information for the directorate and 
departments. This has also set a requirement for each area to create an action plan to 
drive improvement within their business area.  

1.5 For each directorate at least one officer will be identified to support managers in feeding 
back information and to coordinate activities to respond to concerns in their area.  This will 
provide a development opportunity for officers to work alongside senior managers in 
engagement, culture and morale improvement initiatives.

1.6 The meetings with Assistant Directors, Heads of Service and Team Managers will focus 
on identifying common areas of concern and to showcasing positive results.  This will 
allow a sharing of best practice and a common approach to tackling concerns.  

1.7 Heads of Service / Departmental Managers will provide summarised feedback to their 
teams and will make available copies of the full report for their department and directorate.  
The feedback will be followed by three key areas being identified by staff, they will 
consider what the root cause of the concern is and how this will be corrected.  Staff will be 
empowered to make the changes identified and to showcase their achievements.  The 
feedback and action plans will be recorded and fed back to the Assistant Director, 
Strategic Director and HR department who will review the plans for areas of commonality 
and the ongoing progress of the action planning.

1.8 Members of the HR and Organisation Development and Change departments will be able 
to support the feedback and action planning in departments where extra support is 
identified as required.



Corporate Response
1.9 There are two corporate documents that must be taken in to consideration when 

calculating a response to the staff survey.

a) The Corporate Strategy and

b) The Organisational Development Strategy

The response of the organisation should fit in with the framework set out by these two 
documents.  For example, the three key themes of the Organisational Development 
Strategy are:

a) Attract the right people, retain and develop excellent skills and embed the right 
culture

b) Engaging and valuing our people in order to run our business effectively and

c) Effective leadership to encourage inspire and navigate change.

1.10 The survey results identify that there are eight themes of concern:

a) Career Development.

b) Leadership at a senior and departmental level.

c) Working Environment.

d) Change Management.

e) Feeling Valued.

f) Reward and recognition.

g) Cross team working / Communication and 

h) Consistency.

1.11 The bottom five results were:

a) I feel that the future of my job is secure.

b) Hard work and good performance are recognised at the Council.

c) The council introduces change effectively.

d) I believe that processes and procedures are applied consistently across the 
Council and

e) Communication is good between different parts of the Council.

1.12 It should be noted that with exception of one question each of the above questions scored 
higher in comparison to when the question was asked the previous year.



1.13 Each of the eight themes listed in paragraph 1.10 have a set of actions attributed to them 
which have been incorporated into the HR workplan in order to both embed the 
Organisational Development Strategy and respond to the staff survey.

HR Work Plan
1.14 Career Development:  A review of the existing talent management programme and the 

identification of high potential employees within the Council.  Movement towards higher 
level apprenticeships at degree and Masters level.

1.15 Leadership:  Including the Inspiring Leadership work plan and Line Management Training 
and the increased visibility of leadership.

1.16 Working Environment:  An ongoing and well-established programme of work. This will be 
further enhanced through a revised Health and Wellbeing programme, the implementation 
of Mental Health First Aiders and the use of Health and Wellbeing champions.

1.17 In February 2019 the Council was awarded accreditation for the Workplace Wellbeing 
Charter.  The independent assessment report recognised that SKDC have made a 
significant effort over a consistent period of time to create a supportive, happy workplace 
culture.  Areas of improvement were also identified in the assessment.

1.18 Change Management:  Through improved project management techniques there will be a 
significant increase in engagement with employees at the Council. The transformation 
plan will see a greater utilisation of cross team work groups on change management 
projects.  An investment has also been made within the project team to upskill key 
employees in Agile project management and Lean Six Sigma methodologies.

1.19 Feeling Valued:  This will see a review of Performance Appraisals at SKDC along with a 
review of the existing talent management programme. The greater utilisation of cross team 
work groups will provide opportunities to utilise skills and enable broader achievement and 
recognition. The action plans set out earlier in the report will also provide opportunities for 
officers to implement changes and see the benefits of their contribution.

1.20 Reward and Recognition:  This includes a review of pay and reward at SKDC, including 
terms and conditions and staff benefits, coupled with a review of Performance appraisals.  
This will see the identification of high potential employees and support the implementation 
of the new performance management framework.

1.21 Cross Team Working: A complete review of engagement with employees at SKDC with a 
greater utilisation of cross team work groups.

1.22 Consistency:  Supported by the introduction of an Employee Handbook and the 
introduction of standardised project methodologies. It will also see a review of onboarding, 
recruitment and selection.  There will also be a programme of Line Management training 
established for 2019/20.

Performance Appraisals
1.23 The Employment Committee raised concerns about the low scoring responses to the 

following three questions:

a) My Line Manager deals effectively with poor performance



b) I have regular discussions about my performance with my line manager

c) I feel valued as an employee

1.24 In order to respond to these concerns a formal review will take place of the current 
performance appraisal system.  An update on the redesign of our performance framework 
was delivered to Growth OSC on 13 February 2019. This review will cover the following 
areas:

a) Current vs best practice at private and public sector organisations.

b) Measurability of quantitative and qualitative activities and performance.

c) How to measure the completion of performance appraisals.

d) Training and ongoing support requirements.

e) Implementation and Communication process and planning.

1.25 The current system of performance appraisal is known as Staff Check-in.  

1.26 A review of the previous appraisal system highlighted that the process was too formal, 
time consuming, was completed sporadically and did not add value to the organisation.  
The review showed that the appraisal system was used by a number of managers to 
replace regular communication with staff on a one to one level.  This meant that issues 
that were being saved for discussion in appraisals could have been dealt with much 
earlier.  

1.27 The Staff Check-in process is an informal one to one discussion, but details are recorded 
in writing. The Check-in’s take place between one and three months at the line manager’s 
discretion.

1.28 It is a tool that empowers line managers to regularly hold a structured but informal meeting 
with their direct reports and allow for a two-way conversation about performance and 
softer issues.

1.29 Completed documents are stored and enacted upon locally.  Any corporate development 
or training needs arising from the Check-in are forwarded to the Organisational 
Development & Change department.  

1.30 Performance management or capability concerns are forwarded to the HR department.  
Check-in documents are also reviewed in the case of formal disciplinary and health and 
safety investigations.

1.31 Following the staff survey we have conducted an informal review of the process.  This has 
shown that where Check-ins are regularly being carried out they are an effective 
management and communication tool.  Where there is no evidence that the Check-in has 
been carried out this is represented in the department’s staff survey results.

1.32 Key criteria for an updated and improved performance appraisal system will include:

a)  Completion of performance appraisals will be compulsory. 

b)  Completion rates will be monitored.

c)  Non-completion will be challenged.



d) Training in the use of the updated process will be linked in to the line manger 
training plan.

e) Items raised in the meetings will be dealt with or escalated as appropriate.

2 Financial Implications 
2.1 There are no financial implications arising from this report. The work set out within the 

report can be delivered within agreed existing budgets. 

Financial Implications reviewed by: Debbie Muddimer. Strategic Director - 
Resources

3 Legal and Governance Implications 
3.1 A productive and engaged workforce helps to ensure that the organisation operates 

effectively. The proposals set out within the report will see greater transparency and 
accountability, which in turn will support good governance of the Council.

Legal Implications reviewed by: Lee Sirdifield, Monitoring Officer

4 Equality and Safeguarding Implications 
4.1 There are no equality and safeguarding implications relating to this report.

5 Risk and Mitigation
5.1 The impact of failure to respond to the survey and to engage and empower employees 

upon the delivery of the Corporate and Organisational Development strategies

6 Community Safety Implications 
6.1 There are no community safety implications relating to this report.

7 Other Implications (where significant) 
7.1 There are no other implications relating to this report

8 Background Papers
8.1 Not Applicable

9 Appendices
9.1 Not Applicable



Date of Publication on Forward Plan (if 
required)

Not applicable

Previously Considered by: Not applicable

Report Timeline: 

Final Decision date  20 March 2019


