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In May 2018 we launched a council-wide survey of all staff to gage 
how staff were feeling about working for the Council. The survey was 
managed by an independent consultancy in association with the Local 
Government Association. This meant we were able to compare our 
results with over 30,000 other Local Government employees.

The survey looks at the ‘Balance of the Employment Deal’. This is what 
the employee feels they put in versus what they feel they get in return 
from the employer.

Essentially we want to measure how motivated and engaged 
employees feel and what aspects of work have the most impact on 
how employees feel about working at the council

Employee Contribution –  this measures what employee feels they 
are bringing to the deal

 ▶ Job engagement - measures individual’s physical, cognitive & 
emotional investment in the job

 ▶ Capability – measures the individual’s confidence and competence 
to undertake their job

 ▶ Organisational engagement - measures the ‘organisational 
citizenship behaviours’ such as advocacy, helping behaviours and 
constructive challenge

Employer Contribution –  this measures what the employee feels 
the employer brings to the deal

 ▶ How supported and valued the employee feels 
 ▶ How satisfied the employee feels in terms of their pay & benefits, 

career progression, L & D opportunities 
 ▶ Conversational practice -  what are the quality and quantity of 

the conversations around the organisation on performance and 
problem solving 

 ▶ Tensions and Job Pressure – this measures how well employees 
feel these are managed and talked about 

INTRODUCTION
 ▶ There were additional questions developed around our new ways 

of working, the working environment and working practices

 ▶ There was an excellent response rate; 78% across whole council

 ▶ The feedback is a platform to build on and make improvements 
and address areas that are not working well

RESULTS 
Scoring formula

 ▶ Good score/ outcome to be celebrated – 75+

 ▶ Moderate score/some improvement required 51-74

 ▶ Poor score/clear signal to take steps to improve 50 or below

Headline score – ‘Balance of the Deal’
 ▶ This is always a negative figure as employees always feel they put 

in more than they get out

 ▶ Scores from other local authorities (30k respondents to date) 
range from -18 (best) to -27 (worst)

SURVEY 
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RESULTS

Survey Whole Council

Balance of the Deal -21

Overall satisfaction 57

Employer Contribution 55

Employee Contribution 76

Work Place tensions 63

Job pressure 63

Understand the difference 
between operational  
& functional management 

50

Understand how case 
management works

54

RESULTS

Survey Whole Council

Like the working environment 63

Clear decision making practice 42

Meetings are well run and 
efficient

54

Communication in the council 
is cascaded up and down

46

Poor behaviour is addressed 52

Employees Have a clear 
understanding of our 
Behaviour Framework 

59

Key Driver 1 –  Psychological 
Contract

55

Key Driver 2 –  Conversational 
Practice

67

Key Driver 3 –  Perceived 
Organisational 
Support 

54
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Three Key Drivers were identified – key drivers are the areas that have 
the most impact on the way we feel about the council and therefore 
have a big impact on employee performance & engagement.

I trust the council to deliver on its obligations to me 
 ▶ Whole council - 55

This is about the importance of trust and delivering on promises and 
of aligning individual and team objectives. Score indicates there is 
room for improvement

The council values my accomplishments at work
 ▶ Whole council - 54

This is about staff feeling supported, recognised and feeling valued 
for their contribution. Saying thank you! Score indicates room for 
improvement 

My line manager recognises that speaking openly about 
problems in the workplace provides an opportunity to  
improve things

 ▶ Whole council - 67

This is about the quality and quantity of conversations between 
managers and staff about improving service performance, sharing 
ideas and problem solving. Score is good and this is something we 
can build on.

KEY DRIVERS
 ▶ Overall satisfaction levels lowest in middle managers and those 

who have been at EBC 6+ years  

 ▶ Job pressure most keenly felt by middle managers  

 ▶ Most highly engaged were those employees who had been here 
less than a year.  

 ▶ Experience or witnessing bullying behaviour was generally low, 
however, still some reports  

 ▶ Most people felt colleagues were supportive and helpful  

 ▶ Most people felt empowered to make decisions on how they do 
their job  

 ▶ Health & Safety obligations were understood by most people

RESULTS
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CHANGE & IMPROVEMENT  
BOARD - PEOPLE & CULTURE  
WORK STREAM 
Below is a list of key actions underway;

Key actions:

 ▶ Revised Employee Performance framework agreed in Sept ‘18

 ▶ Revised Pay & Reward proposal – consultation starting in Nov ‘18

 ▶ Management development programme launched  
(team leader & middle managers)

 ▶ Staff survey working groups: Four working groups have been set 
up to address some of the key issues that came out to the survey.  
the groups will present their ideas to the Change & Improvement 
Board;

 ▶ Staff Recognition

 ▶ Define & embed Corporate Values & Culture 

 ▶ Embed Behaviour Framework & new ways of working.

 ▶ Staff working group for Depot services

 ▶ Develop clear Employer Brand - Recruitment & Retention strategy 

 ▶ Internal Communication Channels – cascading of information 

 ▶ Succession & Workforce Planning - Mapping skills across the 
organisation

 ▶ Employee wellbeing programme


