
 
Policy and Scrutiny 

 

Open Report on behalf of Andrew Crookham,  
Executive Director - Resources 

 

Report to: Overview Scrutiny and Management Board 

Date: 28 May 2020 

Subject: 2019 Employee Survey 

Decision Reference:   Key decision? No   

Summary:  

The purpose of this report is to provide an overview of the outcomes of the 2019 
Employee Survey and a summary of actions and progress. 

 
 

Actions Required: 

The Overview and Scrutiny Management Board is asked to seek assurance on 
the progress on actions following the 2019 Employee Survey. 
 

 
 
1. Background 

 

An updated employee survey launched in November 2019 including questions 
which enable comparison from the previous survey conducted in 2017 but also 
new questions have been incorporated to enable an assessment for employee 
engagement and ideas of how the Corporate Leadership Team's ambition to 
become 'one council' can be developed.  A new section has been added to gauge 
employees' engagement with their work. 
 
New questions have also been included to support the Health and Wellbeing 
Strategy.  The full report can be seen in Appendix A which shows the responses to 
each question by Directorate and includes comparison to the 2017 survey. 
 

1.1. Result highlights 

 

The completion rate was 48% of the workforce which was slightly lower than 2017, 
but a greater number of people including reliefs were invited to complete it.  This is 
considered a reasonable response rate as an average employee survey response 
rate ranges from 30 to 40%; however there is room for further improvement.  The 
2019 civil service people survey achieved 67%.  We will therefore look to improve 
on this response rate in future surveys. 
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We asked whether we operate and work well as One Council. 
 
57% of respondents thought that we do operate and work well as One Council and 
told us that the areas we can improve are: 
 

 Increase understanding of what 'One Council' is and how it will work 

 Improvement of facilities including buildings and parking across the county 

 Involving employees in projects and decisions in a joint approach 

 Better communication internally and externally 

 Wider personal development opportunities 

 Improvements to processes and IT 
 
 
We asked about how our employees view their senior managers 
 

70% told us that senior managers are visible and approachable and 59% feel that 
senior managers recognise and value staff contributions at work.  Research 
suggests that the perception employees have of their senior managers has a 
positive correlation with the number of staff who respond to an employee survey. 
 
The comments told us that employees would like to see managers lead by 
example in creating a culture of respect, encouraging creativity and improving 
recognition of employee's achievements.  These elements are likely to be vital to 
increasing response rates in the future. 
 
 
We asked about how we support employee health and wellbeing 
 
70% of respondents feel that we take a proactive approach to support health and 
wellbeing and 77% feel able to maintain a good level of resilience and wellbeing.  
However, 37% have said that they never or rarely take regular short breaks and 
40% often or always skip lunch because of work.  69% said that they have come 
into work at least once when they should have taken sick leave. 
 
Suggestions for further improvements included: 
 

 Increased access to flexible working 

 Improved working environments and systems 

 Reviewing the absence management procedure 

 Improving recognition and development opportunities 

 Giving staff more control over their workload 
 
 
Engagement with work 
 
A new section for the 2019 survey asked questions to help us understand how 
engaged our employees are with their work. The responses show that overall 
engagement levels are average when compared to other organisations who have 
completed these engagement questions and that 31% of employees are highly or 
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very highly engaged with their work. This data has also provided insights into 
groups of staff for example, those who may have comparatively lower levels of 
energy and vigour when working, so that this can be investigated in more detail.  It 
has also shown that a significant majority of respondents (85%) regularly feel 
proud about the work that they do for the Council. 
 
 
1.2. Improvement planning and actions 
 
All the work we are doing to improve the employee experience is supported by the 
Transformation programme. This is being pulled together corporately from across 
Lincolnshire County Council (LCC) and will touch the whole workforce and will 
bring about improvements to all of the areas raised though the survey through 
three of the four workstreams; People, Property, Processes. (The fourth 
workstream is Communities). Priorities will also be influenced by the plans for 
recovery following the COVID-19 pandemic. 

The transformation programme will: 
 

 Create a single Council identity rather than a collection of separate services  

 Use digital and enabling technology  

 Consider climate action and sustainability. 
 
 
1.2.1 People: 
 
Under the people workstream we will develop what it means to be a great LCC 
employee, manager and leader. 
 
HR has been developing the workforce strategy which alongside the health and 
wellbeing strategy delivery plans will improve employee health and wellbeing, 
access to development opportunities and employee recognition. 
 
Our employees said that they wanted more access to flexible working and a 
fair approach to managing sickness. 
 
The launch of our new employment policies has been delayed due to the recent 
pandemic. However the new Working Flexibly policy will help us to encourage 
more agile working, which will be even easier now as so many employees have 
been successfully working from home. 
 
The new Absence Management policy includes a commitment to a fair and 
sympathetic approach to anyone who needs to take time off work for health 
reasons and greater discretion in how long term absences are managed which 
takes into consideration the nature of the illness and potential recovery. 
 

As a number of staff told us that they were not taking breaks and may attend work 
when they are ill, the Employee Health and Wellbeing delivery plan for the next 
year is being updated to make sure it includes actions to help employees make 
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best use of their working time while maintaining a healthy balance between work 
and rest especially when they experience peaks in workload. 
 
Plans to deliver Mental Health First Aider training is progressing and a member of 
staff has been identified so they can be developed to deliver the training to others. 
  
There will also be a programme of health awareness campaigns highlighting key 
health issues throughout the year including promotion of the new 'One Lincolnshire 
Integrated Lifestyles' service. 
 

Leadership and management 

Our employees said that they wanted supportive and respectful working 
relationships with their managers and teams. 

We are developing a rolling Leadership and Management programme which would 
be continually updated to reflect the on-going changes of the Council and which 
will enable a distributed leadership approach. The programme will range from 
standard leadership courses to more specific leadership programmes and 
qualifications such as that shown below. The programme includes internally 
delivered accredited and non-accredited learning from a Level 2 equivalent 
introduction to leadership up to a level 5 ILM Diploma in Leadership and 
Management with higher level qualifications available from universities. 
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Internally delivered learning will promote values-based leadership, ensuring all 
employees are committed to developing positive relationships with colleagues 
across the organisation built on dignity and respect. It will also support line-
managers to create positive and supportive working relationships and encourage 
team-working. 
 

Career progression and apprenticeships 

Our employees said that they wanted to see more learning and career 
development opportunities. 
 
We will continue to broaden the scope of job families, career progression and 
talent pool opportunities that allow individuals to progress as well as creating 
flexibility in the organisation.  This includes further development of career specific 
progression schemes and apprenticeship training routes and developing and 
growing both our internal and external apprenticeship provision.  
 

Recognition 

Our employees said that they wanted to see improvements in how we 
recognise the work they do.  
 
We are updating our approach to success by developing and implementing 
corporate employee recognition and celebration of success across the Council 
which will also encourage quick forms of recognition for use within services.  This 
has been delayed but we hope to agree a way forward in the coming months 
building on the approach we have taken during the COVID-19 pandemic to 
celebrate the contributions made by teams and individuals. 
 
 
1.2.2. Property: 
 
Under the Property work stream, Corporate Property is reviewing the buildings we 
need, their upgrade and our agile and flexible working approaches. 
 
Our employees said that they wanted to see improvements to property and 
their working environment. 
 
Corporate Property is continuing to work to improve the condition of our office 
facilities, both in Lincoln and around the County. This includes improvements to 
kitchens and toilets in Orchard House (Lincoln).  Approval has also been requested 
for more improvements to shower and kitchen facilities on the Lincoln campus. 
 
Work is continuing to make best use of property across the County sharing and 
developing buildings with District Councils and other partners including the NHS.  
This 'One Public Estate' programme aims to support local economic growth, 
efficient building management and integrated services for the public. 
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We are already sharing resources and have co-located offices in Sleaford, Louth, 
Gainsborough, Boston and Spalding and we are working on new opportunities with 
East Lindsey, South Holland, South Kesteven and City Of Lincoln Councils. 
 
Car parking has been an issue for some time at particular locations but any 
changes to the current system need to be supported by flexible and agile working 
approaches and resources and appropriate work locations.  
 
 
1.2.3. Processes: 
 
Under the processes work stream, teams are reviewing, refreshing and simplifying 
corporate processes making use of new digital opportunities and using data to 
enable and demonstrate effective performance. 
 
Our employees said that they wanted to see continued improvements to IT 
systems and processes. 
 
The significant improvements that have been made to the accessibility of IT is 
making a difference to our employees now as more than ever are working 
remotely.  The introduction of Microsoft Teams (which includes video conferencing 
functionality) is helping employees stay connected and work better together from 
any location. This has been made possible by the upgrade of IT equipment to 
Windows 10. Further improvements including our digitally enabled website, 
document management system (IMP), and roll out of new office 365 functions are 
also progressing. 
 
Comments about the use of Business World (BW) and Mosaic have been 
considered and the teams are working on any improvements that can be made.  
This will be as part of their ongoing developments to simplify and streamline 
processes while maintaining the level of information reporting necessary, working 
with the lead professionals in both Adult Care and Children's Services.   
 
 

2. Conclusion 
In summary the survey has provided a positive reflection of our staff who are proud 
to work for the Council and are dedicated to their work.  It has also provided 
insights which have helped to inform ongoing development projects.  
 
IMT and property improvements are underway but the ongoing programme will 
continue to provide increased opportunities for remote working, improved 
connectivity and reduction in commuter and business travel.  The COVID-19 
recovery plan will include opportunities to review the volume of office space 
required alongside embedding agile and remote working into the ongoing delivery 
of Council services.  Further employee involvement and feedback will enable 
officers to manage these changes with the needs of our service delivery and 
employees in mind. 
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As the survey resulted in an average response rate, officers will seek to increase 
this for the next survey (2021) particularly in areas which have had a lower 
response e.g. Fire and Rescue.  In addition, the transformation programme will 
continue to develop and bring together projects and programmes from HR, 
Property, Systems and IT and will bring about further improvements to the 
employee experience and delivery of council services. 
 
 
3. Consultation  

 
 

 
 

 

 

a)  Have Risks and Impact Analysis been carried out? 

No 

b)  Risks and Impact Analysis 
 

 Not applicable   
 
 
4. Appendices 

 

These are listed below and attached at the back of the report 

Appendix A 2019 Employee Survey report 
 

 
 

5. Background Papers 
 
No background papers within Section 100D of the Local Government Act 1972 
were used in the preparation of this report. 
 
This report was written by Lucy Shevill, who can be contacted on 07785 459871 or 
lucyk.shevill@lincolnshire.gov.uk.  
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