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EMPLOYEE SURVEY 2007

REPORT OF HEAD OF HUMAN RESOURCES

1.
PURPOSE
1.1
To inform the Scrutiny Commission of the main findings of the 2007 Employee Survey and the actions being undertaken in response to the issues arising from it. This report will be complemented by a presentation to the Commission on the actions undertaken in response to the survey findings.
	2.
RECOMMENDATIONS
2.1 That the Scrutiny Commission notes and comments on the main findings of the 2007 Employee Survey and actions being undertaken in response to it.



3.
SUMMARY
3.1
Since achieving unitary status the Borough has had a well established practice of undertaking a systematic and thorough in-depth study of employee views of the organisation in order to ensure that employees can influence future policy and practice relating to their employment and to help create a motivated workforce who are proud to work for Telford & Wrekin.

3.2
The 2007 Employee Survey represents the fifth such questionnaire survey since 1999.  Whilst each survey is slightly different than its precursor, much of the questionnaire has been kept the same to facilitate comparison over time.  The processing and initial analysis of the survey is undertaken by an independent body (University of Wolverhampton) which preserves the essential confidentiality and integrity of the survey, thereby encouraging high response rates when benchmarked against similar employee survey activity in both the public and private sectors.

3.3
The survey outcomes are analysed by service areas and their constituent business units and action plans are drawn up at corporate, portfolio and business unit levels to address any significant issues raised by employees.  The Scrutiny Commission will receive a presentation at its meeting in relation to the actions being undertaken at corporate level to address issues identified in the survey.
4.
PREVIOUS MINUTES
· Employee Joint Information & Consultation Forum: 18 October 2007
5.
INFORMATION
5.1
The main findings of the Employee Survey 2007 are attached in Executive Summary format at Appendix A whilst a fuller summary is available on the Council’s intranet site via the Human Resources pages (‘quick links’ area). Appendix B shows a comparison of key core questions for the 2007 and 2005 surveys. 
5.2
The response rate of 51% was up by 4% from 2005 and represents the best response rate to date since the Employee Survey was introduced.  A response rate of this nature is regarded as very favourable when compared with other organisations undertaking detailed employee opinion surveys.
5.3
The survey is very positive overall and complements the successful re-accreditation of the Council’s Investors in People status awarded in September 2007.  Taken together these two items suggest that the Council is managing its key people resource well.
5.4
There are excellent scores on many measures, including key areas such as employees thinking the Council is a good employer, having pride in working for the organisation and being fairly treated.  On a wide range of areas the Council has made further improvements from high base scores in 2005 as shown in Appendix B.

5.5
Benchmarking for key questions against the local government sector as a whole is shown in Appendix C.  The data-base used is published by ORC International one of the leaders in the field of employee research across all sectors.

5.6

Whilst mainly positive, particularly when compared with local government across the nation, there are a number of areas covered by the survey and identified in the Executive Summary where further improvement is needed. These issues tend to be variable across Portfolios and business units and it is clear that sustained improvement for future surveys will not be forthcoming unless specific actions are undertaken at the level of individual business areas in addition to corporate level actions where appropriate.   
5.7
Specific action plans have been drawn up with employee participation to address corporate, portfolio and business area issues and these will be refreshed in relation to the 2009/10 business planning cycle within the authority.  The next Employee Survey is due in June 2009 which will enable the Council to ascertain whether it has made further progress in relation to its People (employee) Strategy and people (employee) management practices.
5.8
Since the survey was held the Council has been assessed within the Comprehensive Performance Assessment.  The result was pleasing with the Council maintaining its ‘4 star’ status in September 2008.  The inspection report included positive comment around employees and people management policy and practice such as:

· ‘a contented and highly motivated workforce’

· ‘culture of learning and development is deeply embedded with measures to maximise its impact’

· ‘generally positive impact of HR on the development of staff and partners’

· ‘People Strategy in place underpinned by both a Corporate Learning & Development Strategy and a Workforce Development Plan’

· ‘sound and improving Human Resource strategies’

· ‘strong and effective political and managerial leadership’

· ‘organisational values are well communicated and a ‘can-do’ culture amongst staff maximises their ability to deliver against the Council’s ambition’ 

5.9
Equality and Diversity

The survey is open to all part time and full time employees of the Council regardless of grade and work location with the exception of those employed in schools under delegated Local Management of Schools arrangements.  Consultation with schools following very low response rates in 2003 suggested that school based staff identified more with their individual school and were subject to other employee feedback measures.

5.10
A smaller survey was undertaken this year in business units such as catering and cleaning where employment is predominantly of a part time nature.  This was introduced to try and raise response rates in these areas which in the past have been below 10%.  The change was effective with response rates reaching 40%.
5.11
The survey, whilst respecting and protecting individual identity, does allow for analysis by gender, ethnicity and disability. Further work is on-going in relation to these areas although inferences have to be drawn carefully from certain data sets where there are relatively low numbers, eg respondents declaring they were from a BME background number less than 50. A variety of work is currently being undertaken to improve workforce composition and increase numbers in the workforce from BME backgrounds.
5.12
Environmental Implications

There are no direct environmental implications over and above the fact that employees are asked to comment on the workplace environment.

5.13
Legal Comment


There is no legal requirement to undertake an Employee Survey.  The Council, however, fully believes that periodic surveys of this nature are invaluable in helping to shape a modern Council with a motivated and effective workforce.

5.14
Links with Corporate Priorities

Employees make a significant contribution to all the Community Ambitions and the Employee Survey in particular strongly relates to the ambition that seeks to create ‘an effective Modern Council that is valued by and works with its community, customers, citizens and employees’.

5.15
Financial Implications

Action plans for responding to issues raised in the survey are being resourced in the first instance from within existing corporate Organisational Development and business area budgets.  

5.16
Risks and Opportunities

The Employee Survey supports the Council’s ability to respond to and control a key strategic risk in relation to failure to deliver an affordable ‘Beyond Excellence Through People’ strategy and an effective People (Employee) Management strategy.


Failure to seek employee’s views of the organisation in which they work would impair the Council’s ability to act as a good employer and continue to recruit and retain employees able to deliver the Council’s key priorities and Community Ambitions.

6.
WARD IMPLICATIONS

There are no specific ward implications

7.
BACKGROUND PAPERS
Borough of Telford & Wrekin Employee Surveys 1999, 2001, 2003, 2005 and 2007.
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