APPENDIX A

Telford and Wrekin Council

Employee Attitude Survey 2007

Executive Summary

This is the fifth survey in a series of two yearly surveys that began in 1999.  As the use of the survey within the council has become more informed and sophisticated, some changes to existing questions have been made, some questions have been deleted and others added.  Despite these changes, the key elements of the questionnaire have been maintained to facilitate comparison.

The main change in the 2007 survey was a deeper treatment of bullying by management where the previous questions were modified and a new section was added to identify what form bullying by management was taking.  The concern here is that by focusing more explicitly on bullying by management in the questionnaire, employees may have been more likely to report that they felt that they had been bullied.

The 2007 survey achieved the best ever response rate in the series (51.4%) which surpassed the 47.1% achieved in 2005.  While the response rate was good overall, some parts of the council did record low response rates.  Response rates were, again, at their lowest in the CYP portfolio despite an improved response rate for this portfolio.

This report contains the key messages from the 2007 survey and it draws comparisons with the 2005 survey though, in some cases, developments since 2003 are included.

The key finding is, again, that the council has either maintained its position or continued to improve on many measures but on some key measures – such as overall job satisfaction and enjoying coming to work – there have been some minor declines.  

The council has achieved excellent scores on many measures – such as employees thinking the council is a good employer and employees feeling proud to work for the council.  Employees’ sense of affinity to the Council is strong; employees overwhelmingly feel empowered to get on with their jobs and clearly know what is expected of them.

The Council achieved high scores on the following measures:

· Satisfaction with relationship with colleagues

· Being able to decide how to get jobs done 
· Being trusted by your line manager to make decisions

· Line manager being flexible for employees
· The Council being a good employer

· Being treated with dignity and respect

· The Council being committed to delivering high levels of customer satisfaction

While the Council scored very strongly on the above measures, there were others that were less strong.  These included:

· Senior managers involving more people in decision making
· The management of change
· Opportunities for career progression 
· Setting realistic objectives
· Workplace morale 
Senior managers’ strongest attribute is that they are seen as caring.  In the 2005 report, concern was raised that there had been some deterioration in employees’ perceptions of senior managers’ styles.  In 2007 these had been reversed and there has been improvement in employees’ perceptions of senior managers’ visibility, accessibility and openness.

In any large organisation, it is inevitable that there are differences in employees’ experiences within that organisation.  A key role of this survey is to identify areas of good and, indeed, excellent practice so that this can be shared within the organisation to “level up” the quality of working life throughout the Council.  

The fact that the survey is repeated every two years means that the effect of actions taken to address issues raised in previous surveys can be monitored.  In the 2007 survey one portfolio in particular has sustained a major improvement on several measures.  The learning that emerges from this should help the rest of the Council to improve its performance.

However, despite the detailed analysis produced as part of the 2005 survey, some considerable differences in perceptions and experiences of the Council as a place to work still exist.

A major disappointment in the 2007 survey is that, after four series where bullying by management showed a consistent decline, bullying by management appears to have increased.  A detailed analysis of the management behaviours that are seen as bullying and intimidating by employees was included this year with the purpose of developing a better understanding of employees’ experiences.  However, it must be borne in mind that the redesign of the questionnaire to focus more deeply on bullying by management may mean that responses here have been inflated over previous years.   

Also of concern was the significant increase in bullying by customers and clients that, in the three “outward facing” portfolios, seems to have almost doubled since 2005.

A third area of concern is with the level of morale in the Council which appears to have declined marginally from 2005.  The decline in morale has, however, been more profound in certain parts of the Council. 

The council remains an organisation that is characterised by strong line manager relationships and good working relationships within teams.  Employees are overwhelmingly treated with dignity and respect and fairly.

Line managers have a major effect on employees’ levels of morale, motivation and job satisfaction and while employees’ views of line managers have remained good and, in many cases very strong, it is perhaps disappointing that they have not improved more since the 2005 survey.  

Within workgroups, co-worker relationships remain strong and there have been perceptible improvements in downward communications, the recognition of good performance and in identifying and dealing with poor performance.  

Overall, the Council should be pleased with the results of the 2007 survey.  However, the Council should not be complacent as there is still work to be done to address specific issues in identifiable parts of the Council, to look in more detail at how perceived bullying by management and customers can be addressed, to better engage employees at different levels of the organisation – especially professional and technical and administrative and clerical employees - and to improve workplace morale generally but more specifically in those parts of the Council where it is relatively low.  It should be an explicit aim of the council to ensure that all employees irrespective of the type of jobs they do or where they work in the Council experience a high quality of working life.

