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What did you tell us? …..Employee Survey 2025
Introduction 
By Karen Greaves, Chief Executive

Dear Colleagues,

I’m pleased to be able to share the results of the 2025 Employee Survey which took place as I was commencing my role as Chief Executive. I want to thank everyone who took the time to participate—your feedback is invaluable and provides a vital insight into how it feels to work here. 
Despite undergoing a period of change with new leadership and with the ongoing financial challenges, it is encouraging to see progress in several areas, particularly around being kept well informed about what is happening within the Council, support for mental health and in respondees’ awareness of the appropriate channels for reporting unacceptable behaviour, bullying or harassment. These positive trends suggest that the ongoing focus on workforce culture is making a real difference, and it’s heartening to see that the areas of focus identified from the 2023 survey which were to ensure the workforce are clear on the challenges faced by the Council, and to improve communication to provide clarity on what is happening within the Council, show significant improvement in this 2025 survey.

That said, there are areas where we must do better—particularly around improving morale in the workplace, leadership, and understanding the role of Councillors. These results will help guide our next steps as we work together to build a stronger, more connected organisation.

I look forward to working with you all as we take these insights forward and shape the future of our Council together.

Karen Greaves
Chief Executive
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From 10 March – 4 April 2025, the Moray Council undertook an organisation-wide survey of employee opinions.  All employees within the organisation were given the opportunity to complete a survey, either via a postal questionnaire or online. 1,551 responses were received, giving an overall response rate of 29%.
Survey responses by Department and Service
Table 1: Survey response totals by Department and Service
Note: Values have been rounded for presentation purposes; minor discrepancies may occur due to this and do not indicate data errors.
	Department, Service and Section
	Total returns
	Response % from Dept as proportion of all responses

	Economy, Environment & Finance 
	450
	31%

	Financial Services (inc. Payments, Taxation and Accountancy)
	31
	2%

	Housing & Property Services
	115
	8%

	Economic Growth & Development (inc. Environmental Health &Trading Standards, Dvpt Mgmt. & Building standards, Strategic Planning and Economic Growth & Regeneration, Moray Growth Deal team)
	61
	4%

	Environmental & Commercial Services
	96
	6.5%

	Roads Maintenance/Fleet Services
	48
	3%

	Transportation (inc. traffic, public transport, harbours, transport strategy) and Consultancy Services
	48
	3%

	Environmental services 
	147
	10%

	· Waste services
	19
	1%

	· Catering services
	68
	5%

	· Open Spaces services
	33
	2%

	· Cleaning and Facilities services
	27
	2%

	Education, Communities and Organisational Development 
	650
	45%

	HR, ICT & OD (inc. H&S, Payroll and Communications)
	58
	4%

	Governance, Strategy & Performance (inc. Legal Services, Customer Services, Audit & Risk, Democratic services, Benefits & Money Advice, Records Management), Chief Executives and Transformation Services
	63
	4%

	Education
	401
	28%

	· Education: Teachers
	185
	13%

	· Education: Early Years (nursery based)
	29
	2%

	· Education: Senior Leadership Team, Promoted staff (In schools)
	59
	4%

	· Education: School based Support Staff
	103
	7%

	· Education: Central team and early Years (HQ) 
	25
	2%

	Education Resources & Communities
	128
	9%

	· Education Resources & Communities: Central ASN Teams (incl. SEBN, EAL, SES, MAS, Ed Psych)
	25
	2%

	· Education Resources & Communities: Sports & Culture services
	58
	4%

	· Education Resources & Communities: Business Support Admin, Staffing, Learning Estate, Community learning and Development (CLD)
	45
	3%

	Health and Social Care 
	340
	24%

	Adult Services (OT, Social Work Services and Performance & Commissioning)
	84
	6%

	Adult Services (Provider Services – Care at Home services)
	131
	9%

	Adult Services (Day Care, Residential Care & Admin)
	46
	3%

	Children Services: Children’s Social Work, Justice Services (Support staff) 
	34
	2%

	Children Services: Children’s Social Work, Justice Services (Professional staff)
	45
	3%

	Total
	1440*
	29%


* 1440 respondents identified their department.  111 respondents did not answer this question and are not attributed to any department in the table above.
Highest Scoring Questions
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Year on Year Trends

Headline results and year on year trends are encouraging in some areas and identify where the position has been sustained and where there have been positive improvements. However, it is noted there are a number of areas where there has been a decline compared to previous years and these areas will be the focus of actions arising from the survey results. 
Table 2: Year on Year comparison on selected indicators

	 
	2025
	2023
	2019
	2017
	2015
	2013
	% change since 2023

	I am kept well informed about what is happening within my team
	69%
	70%
	70%
	66%
	65%
	60%
	-1%

	I am clear about what my duties and responsibilities are 
	89%
	87%
	87%
	88%
	87%
	87%
	+2%

	I can see how my job links to the Council’s objectives and priorities *
	65%
	60%
	59%
	55%
	45%
	47%
	+5%

	The training and development I receive helps me to do my job better
	64%
	63%
	58%
	59%
	62%
	49%
	+1%


* This indicator was split into 2 questions in the 2025 survey to differentiate between the understanding of the Council’s priorities and the Council’s visions and values.  The response rates of both questions have been averaged to produce this result.
Key Findings
Table 3: Year on Year comparison on selected indicators
	Key Improvements
	2025 % agreeing with statement
	2023 % agreeing with statement
	% change since 2023

	I am aware of the challenges that face the Council over the next few years
	83%
	73%
	+10%

	I understand the Council will have to change the way it delivers services because of these challenges
	79%
	73%
	+6%

	I am kept well informed about what is happening within the Council
	54%
	48%
	+6%

	I am aware of the appropriate channels for reporting unacceptable behaviour, bullying or harassment
	86%
	81%
	+5%

	I feel my mental health is sufficiently supported at work
	64%
	59%
	+5%

	Areas of Sustained Performance
(Same % rate although a higher overall survey response rate)
	
	
	

	I feel respected by my colleagues
	85%
	85%
	No change

	My workload is generally manageable
	65%
	65%
	No change

	I have realistic time available to complete my job
	60%
	60%
	No change

	I am clear to me what is acceptable and unacceptable behaviour in the workplace
	96%
	96%
	No change

	I am confident that unacceptable behaviour will be taken seriously and dealt with
	71%
	71%
	No change

	I am given the proper equipment to keep me safe and protect my health
	82%
	82%
	No change

	I have a good work/life balance
	72%
	72%
	No change

	I have been able to maintain and/or improve my mental health and wellbeing during the last year
	59%
	59%
	No change

	Areas for Development
	
	
	

	I believe senior management have a clear vision of where the organisation is going
	44%
	44%
	No change

	I believe that the Council will take action to address issues arising from the survey
	28%
	28%
	No change

	Communications from the Council are open and honest
	45%
	45%
	No change

	Morale is good where I work
	48%
	52%
	-4%

	My line manager/supervisor motivates me
	65%
	69%
	-4%

	I am not subject to unacceptable behaviour/bullying in the workplace
	83%
	89%
	-6%

	I am not subject to harassment in the workplace
	88%
	94%
	-6%

	I enjoy the work I do
	86%
	89%
	-3%


Summary Index
The following chart presents the overall scores for each theme. The scores are calculated by taking the average percentage positive score (i.e. agreement) for each of the statements.

Figure 1: Summary index scores by each employment-related theme
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Table 4: Summary Scores by survey theme (by department)

	 
	Economy, Environment & Finance (Avg)
	Education, Communities and Organisational Development (Avg)
	Health and Social Care (Avg)
	2025 Moray Council (Average)
	%age Change since 2023
	2023 Moray Council (Average) 

	You and your job 
	65%
	57%
	73%
	63%
	-5%
	68%

	Leadership and Senior Management
	51%
	51%
	53%
	52%
	+2%
	50%

	Supervision
	72%
	71%
	79%
	73%
	-2%
	75%

	Communication 
	57%
	56%
	64%
	58%
	+1%
	57%

	Training, Performance and Development 
	59%
	61%
	69%
	62%
	-2%
	64%

	Management and Team Your line manager
	76%
	77%
	83%
	78%
	-1%
	79%

	Workforce Culture
	75%
	70%
	80%
	74%
	+1%
	73%*

	Health & Safety
	72%
	61%
	77%
	68%
	+1%
	67%


(* - 2019 average used due to error in 2023 recording of Workforce Culture data)
Overall Job Satisfaction
· More than two in three employees are satisfied with their present job (67%)
· Job satisfaction levels have decreased by 1% compared to 2023. 
Figure 2: Job satisfaction: Percentage agreement
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*Percentage does not include those with “no view”
· Satisfaction levels vary by department as shown below with Education, Communities and Organisational Development being the least satisfied department compared to the Council average and demonstrating 5% decrease in job satisfaction since 2023 whereas the other departments have recorded an increase in job satisfaction (9% for Economy, Environment and Finance, and 4% for Health and Social Care) since 2023.
· Respondents within Economy, Environment and Finance have had the most positive increase across all departments since 2023 with satisfaction levels now at 69% compared with 60% in 2023.  
· The Health and Social Care department has the highest satisfaction level with 76% which is a 4% increase from 2023 and demonstrates a successive increase as the satisfaction level in this department increased by 3% in 2023 as well.
Table 5: Summary of overall job satisfaction (by department)

Note: Values have been rounded for presentation purposes; minor discrepancies may occur due to this and do not indicate data errors.
	Department
	Satisfaction
	No. of respondents
	Percentage change in satisfaction since 2023

	 
	 
	
	

	Economy, Environment & Finance 
	69%
	450
	+9%

	Education, Communities and Organisational Development 
	60%
	650
	-5%

	Health and Social Care 
	76%
	340
	+4%

	AVERAGE
	67%
	1440
	 


Please note that employees also had the option of having “No View” which accounts for the small difference between satisfaction and respondents.
You and Your Job

· Since the 2019 survey, this section saw marginal increases in respondents feeling valued and recognised, feeling motivated to do a good job and go the 'extra mile' when required and recommending the Council as a good place to work.  
· Whilst there has been a decrease in the number of respondents saying they enjoy their work (89% in 2023 and 86% in 2025), this is still over eight out of ten respondents which is positive.  Nearly eight out of ten respondents feel motivated and willing to go the extra mile (78%) and seven out of ten take pride in working for the Council (70%). 

· There have been small decreases in positive views in relation to workforce morale and enjoyment of work.  Less than half of the respondents consider that ‘morale is good where I work’ with a greater number of respondents now disagreeing with this statement (51% disagree compared to 49% who are in agreement).
· A new question asked how respondents felt about digital developments improving the way they do their job, and 43% responded positively to this question.  

Figure 3: Views of You and Your Job
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Leadership and Senior Management

This particular section explores employees’ views on senior management, this refers to the Chief Executive, Directors and Heads of Service, Service Managers and Head Teachers. It looks to explore such concepts as leadership, direction, vision, objectives and understanding of their role. 

· Almost half of respondents believe that senior management demonstrate leadership for their service and department (49%), that they have a clear vision of where the organisation is going (44%) and that they are satisfied with the overall leadership and direction they receive (46%).
· The lowest percentages in this question category are in relation to Councillors, with 39% of respondents understanding the role of Councillors, and 21% believing that elected members provide leadership for the Council.  
· Overall satisfaction with leadership and direction has decreased to 46%, with 52% of respondents responding that they are unsatisfied with the leadership and direction they receive (2% did not provide a view).
Figure 4: Views of Senior Management

[image: image7]
Supervision
· This section is consistent with results from previous surveys.  The opinions about line management are generally more positive than towards senior management.   

· More than three out of four respondents agree that they feel supported by their line manager/supervisor, feel able to approach them, have problems acted on and are treated fairly and with respect.
· Just under three quarters of respondents are satisfied with the line management they receive (73%) and feel that their line manager empowers them and enables them to do their job effectively (73%) which is an additional question in this section for 2025.
Figure 5: Views of Supervision
[image: image8.png]Supervision

| FEEL ABLE TO APPROACH MY SUPERVISORWHEN IHAVEA — -
%
PROBLEMANDIAM CONFIDENTITWILL BE ACTED UPON
OVERALL, | AM SATISFIED WITH THELINEMANAGEMENT/ - .
SUPERVISION I RECEIVE > =
MY LINE MANAGER/ SUPERVISORMOTIVATESME
MY LINE MANAGER/ SUPERVISOR TREATS ME FAIRLY ANDWITH . T
RESPECT o 15%
1AM RECOGNISED FORTHE JOB I AM DOING BY MY LINEMANAGER e e oy
SUPERVISOR = = o
MY LINE MANAGEREMPOWERS MEAND ENABLESMETO DO MY JOB ‘ - g
EFFECTIVELY | >
1AMKEPTWELL INFORMED OF WHATISHAPPENING INTHE COUNCIL . =
BY MYLINEMANAGER/ SUPERVISOR | > |
21%

| FEEL SUPPORTED BY MY LINE MANAGER/ SUPERVISOR 78%
T

mAgree wNoview mDisagree




Communication

· Overall satisfaction with communication in the Council has improved since 2023 although respondents are more positive about communications within their team than they are about communications within the Council.  

· Around three quarters of respondents feel that communications within their team are open and honest (72%), that they have the opportunity to participate in regular team interactions (or team meetings) (75%) and the information they receive is easy to understand (75%).
· There are less positive views about the Council acting on feedback from the survey with less than a third of respondents agreeing (28%).  This is the same percentage as the 2023 survey.
· Overall less than half of respondents are satisfied the communication from the Council is open and honest (45%).  Almost half of the respondents are satisfied with the overall satisfaction with communication in the Council (48%).

· There has been a significant increase in the response to employees being kept informed about what is happening within the Council (73% in 2025, 48% in 2023).
Figure 6: Views of Communication in the Council
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Training, Performance and Development
· Almost three quarters of respondents feel encouraged to improve their own performance (72%).
· Over six in ten respondents (61%) agree that they can access the training and development they need to enable them to do their job effectively and (64%) feel that the training they have received helps them to do their job better.
· The results to these three questions have all increased from the 2023 survey.
· Whilst 64% of respondents state that they have had a development activity / session in the last 12 months, this is a decrease of 2% when compared to 2023 and a decrease of 5% since 2019. 
Figure 7: Training. Performance and Development
[image: image10.png]Training, Developmentand Performance

THE TRAINING AND DEVELOPMENT | RECEIVE HELPS
METO DO MY JOB BETTER

| AM ABLE TO ACCESS THE TRAINING AND
DEVELOPMENT OPPORTUNITIES THAT I NEED.

I AM ENCOURAGED TO IMPROVE MY OWN
PERFORMANCE

mAgree mNoview M Disagree




Figure 8: Appraisal within last 12 months
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Experience of Change
This section was reintroduced to the 2025 survey. 

Figure 9: Experience of Change
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Workforce Culture

“Culture is the way we do things around here”. It is the environment that surrounds us at work all of the time. It shapes our work enjoyment, our work relationships, and our work processes.  You cannot see culture; instead you feel what it's like. 

Moray Council’s overall aim is to develop a more positive workplace environment. Workforce culture section is split into three sections: management and team, work related and behaviour related questions.
 Management and Team
· This is a relatively highly scoring section with all answers being above 71%.  The percentages are in line with the 2023 responses, with either no change or movement up or down by 2% points.  

· Around eight out of ten respondents believe that their line manager/supervisor cares about their well-being (81%), is in a team that cooperates and works well together (81%) and feel able to express views, opinions and ideas (79%) which is a new question in 2025 to gauge the work on psychological safety that has been undertaken.

· 85% of respondents feel respected by their colleagues.
Figure 10: Extent of agreement with statements about Management and Team
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Work Related
· Two new questions featured in this section relating to being familiar with the Council’s priorities and being aware of and understanding the Council’s vision and values.  Respondents indicated positively to these areas at 69% and 62% respectively.

· This section received slightly improved responses with up to a 4% point improvement or no change.

· 75% of respondents agreed that relationships at work are good. 

· Over six in ten respondents feel that their workload is generally manageable (65%) which is the same result as 2023. 
· Almost nine in ten respondents are clear what their duties and responsibilities are (89%).
· Over half of respondents feel they have a choice in deciding what work they do (55%), this could be related to the nature of certain Council jobs.

· 59% of respondents feel they have realistic time available to complete their job.
Figure 11: Extent of agreement with statements about Work Related issues
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Behaviours
· The most positive response in the whole survey is in this section with 96% of respondents being clear on what is acceptable and unacceptable behaviour in the workplace.
· There was sustained or improved performance in the areas of being confident that unacceptable behaviour will be dealt with, belief that the Council is committed to developing a more positive workforce culture and being aware of the appropriate channels for reporting unacceptable behaviour, bullying or harassment.

· The questions relating to harassment and unacceptable behaviour have a small decline in the percentage with 87% and 83% respectively compared with 89% and 84% in 2023.   

Figure 12: Extent of agreement with statements about Behaviours 
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· There was a 2% increase since 2023 from respondents regarding being subject to harassment in the workplace, and a 1% increase since 2023 from respondents subject to unacceptable behaviour/bullying in the workplace.
· There were 100 responses to being subjected to unacceptable behaviour which is notably higher than the 61 responses received in 2023.
· The highest level of unacceptable behaviour from themed responses indicates unacceptable behaviour by line managers or senior managers.  Examples were given of “bullying” treatment from managers and Head Teachers/DHT’s.  This is also the area which had the greatest increase in the results, rising from 8 in 2023 to 28 in 2025.

· Instances of unacceptable behaviour from colleagues also featured strongly in the responses which is similar to the results in 2023 (21 in 2025 compared with 25 in 2023), followed by members of the public (17 responses), and pupils within schools which has seen a notable increase from 7 in 2023 to 17 in 2025.  The response attributing unacceptable behaviour to parents of pupils within schools also rose from 2 in 2023 to 8 in 2025.

· After those the rates lower and relate to more isolated incidents rather than themes, however there was an increase in the number of responses stating that they do not report anything for reasons such as “nothing will change, nothing is done, it is pointless, they are fearful, they have little faith in the process, they don’t trust the process will be transparent”.
Figure 13: Themes of unacceptable behaviour 
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Employee Engagement

· The overall engagement score has increased by 0.25% since 2023 with increases in all areas except taking pride in working for the Council.

· Almost four in five employees (78%) feel motivated to do a good job and go the ‘extra mile’ and over half of employees (61%) would recommend the Council as a good place to work. 
Table 6:  Engagement index scores by each employment-related theme (by Department)
	 
	% agree
2025
	% agree 2023
	% agree 2019

	I take pride in working for the council 
	70%
	72%
	71%

	I would recommend the Council as a good place to work
	61%
	60%
	57%

	I feel motivated to do a good job and I am happy to go the extra mile at work when required
	78%
	76%
	79%

	I believe that the Council will take action to address issues arising from the survey
	33%
	28%
	28%

	OVERALL ENGAGEMENT INDEX SCORE
	59.25%
	59% 
	60%
	


Health and Safety

Health and Safety plays a key role in delivering services safely and effectively across the Council. This section measures the culture of Health and Safety within in our workplace.
· Over three quarters agree that they are given the proper equipment to keep them safe and protect their health (82%).  This is the same figure as 2023.
· There is an increase of 4% points from the 2023 results (56% to 60% in 2025) with regards to respondents feeling involved in decisions regarding health and safety however this may be due to some of the mandatory processes required to ensure compliance.
· Positively, there was an increase in the number of respondents (64%) who feel that their mental health is sufficiently supported (from 59% in 2023), and there was no change in the percentage who feel able to maintain and/or improve their mental health and wellbeing during the last year (59%).
· There was little or no change in the number of respondents feeling able to cope well (73%, down by 1% from 2023) and over seven out of ten respondents feel they have a good work / life balance (72%) which is the same as in 2023. 
Figure 14: Extent of agreement with statements about Health and Safety
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Hybrid Working
A new section was added to the survey specifically for hybrid workers to assess the impact of the smarter working project.   The key message is that hybrid working has had a positive impact on working and personal lives enabling people whose roles allow for it, to perform their tasks more effectively whilst also increasing knowledge and confidence with ICT skills. 

Figure 15: Hybrid working
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Conclusion 

Compared with previous surveys there are broad areas where there is a sustained improvement in feedback and there also continues to be discrete areas where further consideration is required to develop actions which will bring about potential improvements. 

· The overall response rate improved by 6% points to 29% in 2025.  The addition of new approaches such as business card size QR codes may have helped with uptake and engagement and supported by drop in sessions across a number of depots allows access for those who may not have readily available access to the Employee Survey.
· The overall engagement index score is calculated using a combination of variables including taking pride in working for the Council, recommending it as a good place to work and feeling motivated to do a good job. The engagement index score for the Council has had a fractional change.
· Overall job satisfaction remained relatively static with 67% of respondents indicating they were either fully or mostly satisfied in working for the Council which is a decrease of 1% point from 2023. 
· Approximately two third’s (64%) of respondees’ report having had a development activity/session in the last 12 months, a 2% decrease since 2023.
· There are less positive views when it comes to knowing what Councillors do and believing they provide leadership for the Council, although this has remained consistently the lowest scoring areas of the survey over the years.
· There were decreases since 2023 in employee’s morale (-4% to 48%) and in motivation from line manager/supervisor (-4% to 65%) which will require focus for improvement.  
Whilst there are areas of good practice which we can build on, there are also areas which we need to improve.  These areas will form action within the Employee Engagement and Workforce Culture projects or be set up as distinct areas of focus within specific services where the issues are prevalent. 
Track Record
Issues from previous surveys with actions taken so far:

Table 7: Survey issues with follow up actions

	2023 Survey Issues
	Action

	Discuss survey results with managers to enable actions, timescales and progress proposals to be identified.
	Develop bespoke service led action plans driven from the results of the survey to address the issues raised.

	Corporate Communications: 

Focus on improving corporate communications across services
	Review current delivery methods and platforms and drive improvements to support a more informed and engaged workforce 

	Culture and Engagement:

Support employee health and wellbeing 
	Skill managers via health and work training



	Managing Change: 

Improve employees experience of change management
	Skill and develop the workforce to manage change effectively 

	Leadership: 

Promote and inform on the role of elected members

Develop management leadership programme
	Raise awareness of the role of elected members via wider communications and employee engagement activities

Deliver a management development programme that creates improvements in skills and capability across the Council. 

	2019 Survey Issues
	Action

	Discuss survey results with managers to enable actions, timescales and progress proposals to be identified.
	Develop bespoke service led action plans driven from the results of the survey to address the issues raised.

	Performance:

Develop and identify performance targets that will measure progress over the next two years including monitoring arrangements.
	Utilisation of different forums and platforms to communicate with the workforce and delivery of engagement programme.

Development of management tools to aid improvement. 

	Culture and engagement: 

Focus engagement and culture activity on building the leadership and management capacity within and across services, particularly within the services with the lowest survey results to help embed the work that has been started on improving communications and supporting supervisory development.
	Continue with a programme of enhanced employee engagement activities for example Service Learning Visits, Strategy Talks, Listening Meetings, STAR Awards, Employee Conferences and Back to the Floors activities.

	Leadership:

Work to promote and inform on the role of elected members.
	Flexible Working Development Fund – management development courses delivered

EM Strategy developed which includes self-directed learning. 

To develop an engagement calendar specifically for Ems.

	2017 Survey Issues
	Actions

	Leadership: Continue to development and improve skills, competencies and behaviours of managers in managing their teams

Continue to promote and inform on the role of Elected Members
	MMM framework reviewed and training links added for ease of reference. Training/briefing sessions completed and a MMM training plan rolled out

Enhanced blended suite of learning available

E-Learning induction package completed and corporate e-induction now live

Flexible Working Development Fund – management development courses delivered.

EM Strategy developed which includes self-directed learning. To develop an engagement calendar specifically for Ems. Due to resources this was not fully implemented and will be carried forward with the results from 2019 Survey

	Communications:

Council acting on feedback

Communication between areas of Council

Honesty 

Open/transparent
	Targeted approach for Direct Services which embedded the foundations from 2016 action plans

Utilisation of different forums and platforms to communicate with the workforce and delivery of engagement programme.

	Culture: continue to embed wider aspects of a positive workforce culture


	Linked with above and implementation of service specific action plans.

Development of management tools to aid improvement

	Training & Development:

Supervision
	Supervisory training delivered to Direct Services as part of their specific service action plan

Access to Flexible Working Development Fund training courses on specific management development courses and resilience training

	Relationships: target to service specific areas of concern to improve relationships at work  - linked to training and development
	See above and links to improving communications


Actions from this 2025 Survey are:

Improve perception of corporate communications.

•   Review of communication framework to build effective internal communications and development of existing tools e.g. fortnightly newletter, use of Viva Engage

•   Focus engagement and culture activity on ensuring key messages are cascaded consistently and effectively and employees can see they are open and honest. 

Understanding of the role of Councillors

•   Work to inform and promote to the workforce the leadership and wider role of Councillors 

Senior leadership 

•   Development and implementation of leadership development programme based on the behaviours, skills and competencies agreed as part of the corporate management restructure

· Embedding the corporate management restructure and actions arising to support the implementation of the revised operating model

Workforce Culture

· Review engagement, culture and other activity to improve morale across the council

· Empower the workforce to be prepared for and engage in change and transformation

Managing Change

· Develop managers to consistently deliver on managing change to ensure an equitable experience for the workforce

Engagement

•   Review of the ERDP process to promote engagement and add value

•   Review and refresh the Employee Engagement Programme 

•   Launch ‘you said we did’ communication campaign to raise awareness of the actions arising from the 2025 survey.
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What did you tell us?......Employee Survey 2017





96%





89%





88%





 86%





 86%





It is clear to me what is acceptable and unacceptable behaviour in the workplace





I am clear what my duties and responsibilities are








I am not subject to harassment in the workplace








I am aware of the appropriate channels for reporting unacceptable behaviour, bullying or harassment





I enjoy the work I do





 85%





I feel respected by my colleagues	





21%








28%








39%





43%





44%





I believe Councillors provide leadership for the Council








I believe that the Council will take action to address issues arising from the survey





I know what Councillors do





45%


45%





Digital improvements have improved the way I do my work





I believe senior management have a clear vision of where the organisation is going





Overall, I am satisfied with the leadership and direction I receive





Overall, I am satisfied with communication in the Council	





45%


45%





Communications from the Council are open and honest





Overall, I am satisfied with communication in the Council	
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