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[bookmark: _Toc168384674][bookmark: _Toc227563779][bookmark: _Toc265067754]Introduction
[bookmark: _Toc168384675][bookmark: _Toc227563780][bookmark: _Toc265067755]Background and method
This report summarises the results of the 2010 Standards for England Employee Survey.
This is the second of two staff surveys conducted by BMG on behalf of Standards for England (SfE). The first wave was undertaken in March 2009 and the second in April 2010.
A multi-method approach was taken both years to make the samples as inclusive as possible. The majority of questionnaires were completed online, and a small number were returned by post, either from a printable pdf available on the SfE Intranet, or postal questionnaires distributed to non office-based employees.
The aim of consulting with the workforce is to gather insights which will help Standards for England to:-
Improve working conditions/practices within Standards for England
Continue to shape the organisation to become an effective strategic regulator
Ascertain the current ‘health’ of the organisation
Identify how the performance of our staff can be improved
Gauge overall job satisfaction and identify what motivates staff
Gauge levels of satisfaction with line management, performance management in general, development opportunities and internal communications across the organisation
Develop more effective HR policies and strategies for development 
Measure how staff perceive how engaged they feel both in their role and in the wider community
The questionnaire was designed in close consultation with Standards for England in 2009 to meet these objectives, and some additions were made in 2010. These will enable the collection of views on new priority issues for the organisation, while retaining comparability with the majority of the earlier dataset. 
With the exception of the Chief Executive, all members of staff were invited to participate, and reminders were administered to encourage participation among non respondents. A helpline service assisted those with any technical or other queries, by phone and email.
The response rate in 2009 was 81% (65 out of 80 staff) and the response rate in 2010 was 88% (75 out of 85 staff). 
[bookmark: _Toc265067756]Important Context
It is important to be aware of the context for each wave of research. Between November 2008 and the first survey in April 2009, SfE had been undergoing a process of organisational development in response to its evolving role as a strategic regulator. Between this and the 2010 survey there were a number of key developments including a reconfiguring of front and back offices, with increased resource invested in the front office. The 2010 survey also coincided with the build up to a General Election: Polls indicated a shift of favour towards the Conservatives, a Party who had declared in 2004 their intention to abolish the Standards Board as was. 
A further development of contextual importance to this report is the pay review that came to an end during fieldwork. Letters regarding the new pay bandings were distributed to staff members on 14th April. The data set accompanying this report includes analysis by survey completion pre- and post- this date, and where there are differences, these have been commented upon.
[bookmark: _Toc227563781][bookmark: _Toc265067757] Report contents
The report is structured into four main sections.
The first section is an Executive Summary which summarises the key findings of the survey.
The second section of the report presents the detailed results from each question of the survey based on the total sample of Standards for England employees, showing a comparison between responses in 2009 and 2010, and where appropriate comments on any differences by subgroups of employees. (Further detail on subgroup differences is available by consulting the accompanying data set, as detailed below).
The third section compares results for Standards for England with Civil Service benchmarks (from a selection of similar organisations’ staff surveys, where available).
The fourth section of the report summarises the results of multivariate analysis which has been used to provide further explanations of the survey results in order to aid Standards for England’s action planning based on the factors behind these results.
The questionnaire is provided as an appendix.
[bookmark: _Toc265067758]Data Analysis
Please note that the data reported on is unweighted.  
A set of cross tabulated responses accompanies this report, analysed by the following variables:
Whether manage other members of staff
Pay band
Gender
Age
Hours
Satisfied with SfE as a place to work
Would recommend SfE as a place to work
Date survey completed
Information on disability and ethnicity was also collected, to ensure that all members of the workforce were included in the study. However, data analysis on these variables has not been shared with SfE due to the low base sizes, and the need to safeguard respondent anonymity.
Where differences between subgroups are notable these are commented upon in the report. The exceptions to this are the two attitudinal variables ‘Satisfied with SfE as a place to work’ and ‘Would recommend SfE as a place to work’. This is because, as attitudinal variables, in almost all cases these have an impact on responses: For example, those satisfied with SfE as a place to work are more positive about SfE leadership or communications, and those who would not recommend SfE as a place to work may be less likely to agree with many of the positive statements tested. The results may nevertheless be interesting, and the data tables can be consulted should further detail be required.
[bookmark: _Toc227563783][bookmark: _Toc265067759]Executive Summary
[bookmark: _Toc265067760]Overview of key findings
Overall satisfaction with Standards for England as a place to work has remained unchanged from 2009, with eight in ten agreeing that their work is interesting, and seven in ten that they are satisfied with SfE as a place to work. However, this consistent picture masks some notable changes in perceptions year on year. 
There have been significant improvements with regard to:
The way the organisation is managed (the percentage agreeing that the organisation is well managed has increased from 23% in 2009 to 41% this year. Similarly 40% now feel they are clear on how decisions are made, up from 23% in 2009);
SMT (39% now agree that SMT demonstrate good leadership up from 12% in 2009, 43% now believe SMT has a clear vision for the future, up from 32% in 2009, and 48% now have confidence in the SMT, up from 31% in 2009);
Staff feeling valued for the work they do (the proportion of staff feeling valued and recognised for the work they do has risen from 52% in 2009 to 67% in 2010, and 75% agree that their work gives them a sense of accomplishment, up from 65% in 2009); 
Staff pay (67% now feel employees are rewarded appropriately, up from 48% in 2009);
The clarity of departmental and SfE objectives (from 68% in 2009 to 87% in 2010, and from 60% in 2009 to 73% in 2010 respectively).
Communication (albeit that just a quarter agree that communications are good between departments, this has increased from 14% to 24%. In line with this, 59% now feel staff are well informed about key decisions and developments, up from 45% in 2009. Similarly, 40% are now clear on how decisions are made, up from 23% in 2009); 
Managing change (43% now agree that change is well managed, up from 18% in 2009, and 45% feel the SMT is effective at initiating and leading change , up from 12% in 2009);
Line managers (there have been uplifts with regard to line managers communicating effectively (from 49% to 63%), giving regular feedback (from 51% to 60%), making clear what is expected (from 51% to 63%) and encouraging upward feedback (from 55% to 65%).  However it should be noted that line managers are rated less positively in 2010 in relation to their contribution to staff development at work (55% in 2010, versus 65% in 2009) and in relation to the confidence staff have in the decisions they make (59% in 2010 versus 68% in 2009)).
While there have clearly been some very positive uplifts on results from 2009, there is one key area where perceptions have declined with the latest survey:
Career development and training (agreement that the learning, training and development received is helping career development has fallen (from 60% to 43%), as has agreement that there are opportunities for career development within SfE (from 35% to 25%)). 
This suggests that, despite the positive shifts seen in relation to a broad range of issues outlined above, the uncertainty of the future in relation to career opportunities and development have contributed to a fall in staff morale:
Staff morale (from 46% in 2009 to 27% this year), which may in turn have limited any improvement in overall satisfaction levels.
[bookmark: _Toc265067761]Engagement with the organisation and overall satisfaction
As last year, more than 7 in 10 staff are satisfied with SfE as a place to work (72%).
While most statements in this section show broadly stable responses against 2009, a significant drop is seen with regard to morale being good at the organisation, under 3 in 10 agreeing now, from just under half last wave.
Over 6 in 10 respondents would recommend SfE as a good place to work, somewhat less than last year (just over 7 in 10). Nevertheless, this remains higher than the Civil Service average and the same as the Comparator Group average.
Like last wave, just under 4 in 10 consider that it would take a lot for them to leave the organisation.
Just under 7 in 10 respondents believe strongly in the purpose and objectives of the organisation, increasing by age of respondent and by pay band (8 in 10 of those in pay bands 3, 4 or 5).
In terms of three new statements added in 2010, between 4 in 10 and 5 in 10 of staff consider that SfE makes a positive difference to the world we live in. However, less than 2 in 10 disagrees that SfE does not do enough to protect the environment, and only 1 in 4 disagrees that SfE should put more back into the local community.  
[bookmark: _Toc265067762]Work and initiative
As last year, the vast majority of all employees at Standards for England find their work interesting. Majorities also consider themselves sufficiently challenged and motivated, and feel that they are able to get involved in decision-making and show initiative. Results in this area are generally stable against last year but are a little lower than the Civil Service and Comparator Group averages. 
[bookmark: _Toc265067763]Line management
In terms of line management, employees are most satisfied that their line managers listen and act on their ideas; that they have regular one-to-ones; and that they receive regular recognition or praise from their line manager or others for doing good work (at least 7 in 10 agreeing in each case). 
At least 6 in 10 also consider that line managers encourage upward feedback and that they communicate effectively.
Over half have confidence in decisions made by line managers, consider that their line manager helps them understand how they contribute to the vision for the organisation, consider that managers have contributed well to team and individual development and consider that managers motivate and inspire them to be more effective in their role.
SfE’s performance in these areas is stable against last wave.
Benchmarks indicate that SfE is on a par with the Civil Service average with regard to line managers providing regular feedback, although Civil Service and Comparator Group averages are between 5 and 10 percentage points ahead in other areas of line management, where benchmark data are available.
[bookmark: _Toc265067764]Standards for England’s objectives and vision
Nearly 9 in 10 employees understand how their work contributes to the objectives of their department and the organisation (stable against last year).
Nearly 9 in 10 also have a clear understanding of the purpose and objectives of their department. This is a significant change on last year, when only half felt that they understood this.
More than 7 in 10 feel that they have a clear understanding of the purpose and objectives of SfE, while just over 4 in 10 feel that the SMT have a clear vision for the future of SfE (from just over 3 in 10 in 2009).
SfE outperforms both the Civil Service and Comparator Group averages in terms of employees’ understanding of the objectives of the organisation.
Perceptions of the SMT’s vision of the future is ahead of the Civil Service average but behind the Comparator Group average.
[bookmark: _Toc265067765]Leadership effectiveness
Leadership effectiveness has shown a general improvement against 2009, with significant increases in agreement that the SMT communicate key decisions and developments effectively, that there is confidence in the SMT and that the decisions and behaviours of the SMT are consistent with the organisation’s values (around half agreeing in each case).  Managerial staff are more likely to agree on these points than non-managerial staff.
Significant increases are seen in terms of agreement that the SMT is effective at initiating and leading change (from more than 1 in 10 last wave to just under half this year.
Agreement that managers across the organisation give a consistent view (3 in 10) is lower than agreement that the SMT are consistent with the organisation’s values (1 in 2), but significantly fewer disagree here than in 2009.
Around half consider that the Head of Department contributes well to the development of the department and acts as a good role model for the department (stable against last year), while perceptions are also stable in terms of whether the SMT and managers in the department will act on the results of this survey (45% and 53% respectively).
Less than 7 in 10 consider that they understand the role of the Board (also stable), although understanding does increase as both pay band and age increase.
Two new statements were introduced in 2010 measuring agreement with the negative perceptions that the Board is too remote from staff (6 in 10 agreeing) and that there can sometimes be a sense of ‘them and us’ between staff and senior managers (over half agreeing). Opinions vary quite significantly by variables here, including management responsibilities, pay band and gender (women appearing more likely to agree that the Board is too remote than men).
On leadership effectiveness SfE compares favourably against all comparable indicators available for the Civil Service and the Comparator Group.
[bookmark: _Toc265067766]Organisational change
Over half agree there is adequate communication with staff during implementation, while just under half agree there is adequate communication and consultation with staff about business related change before implementation. In both cases there are strong improvements against last year.
Significant increases are seen in terms of agreement that change is well managed in the organisation (from 2 in 10 last year to 4 in 10 this year). 
Agreement that change is well managed in the organisation is higher than the Civil Service average and stable against the Comparator Group average.
[bookmark: _Toc265067767]The culture and efficiency of the organisation
Feedback on these areas is generally stable against 2009.
Staff are confident that the people they work with are willing to help each other even if it means doing something outside their usual activities, over 9 in 10 agreeing that this is the case. More than 8 in 10 consider that they are treated with fairness and respect and 3 in 4 consider that staff are treated equally regardless of background, beliefs or personal circumstances. 
Close to 7 in 10 staff consider that people in their department are encouraged to come up with innovative solutions to work-related problems (stable against the Civil Service and a little below the Comparator Group averages). 
More than 6 in 10 also are confident that the organisation would deal appropriately with bullying, although women are less sure on this than men.
More than 6 in 10 are satisfied that staff can speak up and challenge things without the fear of reprisal and just under half believe that the organisation encourages innovation. SfE outperforms both Civil Service and Comparator Group averages on being able to speak up and challenge.
4 in 10 consider themselves clear about how decisions are made in the organisation. While it is less than half, it represents a significant improvement on 2009, when less than 1 in 4 felt this way. 
A minority of 2 in 10 disagree that too many approvals are required for routine decisions in the organisation, with verbatim comments underlining this aspect as an ongoing concern.
3 in 10 agree that the organisation is too lenient with people who perform poorly, which is a significant decrease from almost 6 in 10 in 2009.
[bookmark: _Toc265067768]Personal career development and performance management
Around 3 in 4 consider that the organisation takes the well-being of staff seriously and that they achieve a sense of personal accomplishment. SfE outperforms both Civil Service and Comparator Group averages on personal accomplishment. 
Around 7 in 10 consider that they receive sufficient training to do their job well, that the role they undertake meets their expectations and that performance is evaluated fairly by managers (the latter also comparing favourably to Civil Service and Comparator Group averages).
6 in 10 feel that training received has helped develop skills and competencies.
Fewer respondents are confident that there are career opportunities at SfE and that learning and training have contributed to career development (1 in 4 and 4 in 10 respectively). SfE under-performs on career opportunities compared to Civil Service and Comparator Group averages, possibly in part impacted by the political context at the time of fieldwork.
[bookmark: _Toc265067769]Work-life balance
The results in this area show some uplifts against the last wave on most statements. In all cases where Civil Service and Comparator Group averages are available, SfE compares favourably.
More than 3 in 4 staff feel that they achieve the right balance between work and home life and the same proportion feel that they have the equipment and tools to do their job effectively.
More than 7 in 10 agree they have an acceptable workload while just under 6 in 10 consider that there are usually sufficient people in their department to handle the workload.
[bookmark: _Toc265067770]Recognition and reward
SfE performs very well in this area, in spite of open-ended comments reflecting pockets of concern regarding the pay review that came to its conclusion during the fieldwork window. 
More than 9 in 10 respondents consider that they have a good benefits package and close to 7 in 10  employees feel that the organisation rewards its employees appropriately, a significant increase on less than half last year (but higher among managerial than non-managerial staff). 
Around 7 in 10 feel valued and recognised for the work they do (an improvement, albeit not significant, on 2009). 
Nearly 6 in 10 feel their pay is reasonable in comparison to people in similar jobs in other organisations, which is consistent with last year.
A little under half feel that their pay is reasonable in comparison to other people working for SfE and that their pay adequately reflects their performance (increasing to 2 in 5 of respondents in pay bands 1 or 2).
SfE outperforms the Civil Service average by a large margin in terms of satisfaction with the benefits package and pay relative to other organisations. SfE also compares favourably with the benchmarks in terms of feeling valued, and pay as a reflection of performance.
[bookmark: _Toc265067771]Internal communications
SfE performs a little under the average for both the Civil Service and Comparator Group in this section, although there are some small suggestions of improvement.
Perceptions of communications between departments have shown a significant improvement, with 1 in 4 now agreeing that these are good. There is still some way to go before this is viewed as favourably as communications within departments (61%).
6 in 10 staff feel that they have the information they needed to do their job well and that, overall, staff are well informed about key decisions and developments. Just over 1 in 2 consider that the organisation does a good job of keeping them informed of matters affecting them (increasing to more than 7 in 10 of managerial staff). In all three cases notable improvements are seen from 2009.
Responding to two new statements this wave, 3 in 4 consider that people go out of their way to help each other and around 7 in 10 consider their team fun to work in. Considering the team fun to work in is particularly true for staff under 40 years of age, although staff over 40 years of age are more likely to report a sense of personal accomplishment from their work.
[bookmark: _Toc265067772]Benchmarking
Some comparisons against the average scores of other civil service organisations have been mentioned above and are detailed in full in section 5 of this report. In summary, the comparison reveals that Standards for England performs particularly well on the following areas (where the percentage point difference on at least one of the benchmarks is more than 10):-
Ability to speak up without fear of reprisal, 
Having an acceptable workload, 
Overall confidence in the SMT, 
Management of change in the organisation,
Pay levels compared with other organisations, 
Pay levels as a reflection of performance,
Benefits package, 
Recommendation of the organisation as a place of work.
The organisation compares unfavourably on the following aspects:-
Sufficiently challenging employees,
Clear, measurable work objectives
Opportunities to develop careers,
SMT has a clear vision for the future,
Line manager motivation and inspiration of staff to be effective in their job,
Confidence in decisions taken by line managers.
The last two points above show, therefore, that whilst perceptions of line managers are improving, particularly in terms of communication; they continue to lag behind other organisations, in terms of inspiring and giving their team confidence.
Please note that relevant benchmarks are not available for all the aspects of employee satisfaction covered by the survey.
[bookmark: _Toc265067773]Multivariate Analysis[footnoteRef:2] (Key Drivers of Satisfaction/Advocacy) [2:  Multivariate analysis is a statistical technique used to understand the correlations and partial correlations between various statements (‘independent variables’) and one main statement (‘dependent variable’). Taking individual statements in isolation may identify stronger correlations, but these six issues taken as a whole (each issue impacting on each other as well as on the dependent variable) are the best fit model to most adequately explain variance in job satisfaction. Even though line managerial contribution has a lower individual correlation, it remains a vital component of the overall model.] 

[bookmark: _Toc227563784]Multivariate analysis reveals that the six statements listed below are most associated with job satisfaction, making these the elements that SfE should focus most heavily on in the coming months. Rankings, denoted by correlations are shown next to each statement, where improvements in the higher ranked factors are likely to achieve the biggest impact.  Following the rankings are shown percentages representing the proportion of respondents who gave a favourable response (agree or strongly agree). Where the percentages are lower, there is greater opportunity for improvement.
Association with job satisfaction:
	Statement 
	Rankings (the greater the number the closer the correlation)
	% gave favourable response

	Being treated with fairness and respect
	0.71
	81%

	Feeling involved in decisions that affect their work
	0.67
	63%

	Feeling valued and recognised for the work they do
	0.66
	67%

	The line manager encouraging upward feedback
	0.65
	65%

	The team being fun to work in
	0.62
	67%

	The line manager contributing well to the development of the team within the department[footnoteRef:3] [3:  Caution is advised here – there is a positive correlation between contribution and job satisfaction when taken independently, but when we factor in the influence of other variables, we find that greater contribution from the line manager leads to decreasing job satisfaction. This does not mean that contribution should be lessened, but care should be taken if line managers are driving team development at the expense of other more pressing concerns.] 

	0.42
	52%



These statements focus less heavily on strategic elements, such as perceptions of Board or SMT management, and very much on how staff are treated within their job on a day-to-day basis. Line managers have a pivotal role in development, as well as providing effective linkage to higher management in terms of relaying staff concerns and suggestions upwards, and facilitating involvement in decisions for those in their charge. 
In 2009, the multivariate analysis concentrated on statements that were most associated with a propensity to recommend the organisation to others. The regression identifies one factor[footnoteRef:4] and four statements as having the strongest association with recommendation; there is some cross-over with the six statements associated with job satisfaction in the previous regression. [4:  A factor is essentially a cluster of multiple statements which have a high degree of logical as well as statistical similarity.] 

Association with ‘propensity to recommend’: 
Being treated with fairness and respect (0.65) (81%)
Innovation, which encompasses elements of ‘encouraging innovate solutions to problems’, ‘the organisation encouraging innovation’, and ‘the department striving to find ways to serve customers better’ (0.51) (as this is a factor, results are not based on a simple 1-5 scale, so proportional agreement is not applicable here)
Having a clear understanding of the purpose and objectives of the department (0.27) (87%). However, understanding and recommendation becomes an inverse relationship when we take all statements and factors into account. The implication may again be that whilst extremely important, it can be detrimental if overemphasised ahead of other factors. More than any other issue, it is a case of getting the balance right between this and other elements of the respondent’s job.
The team being fun to work in (0.63) (67%)
Learning, training and development is helping to develop career (0.40) (43%).
[bookmark: _Toc265067774]Detailed results from Standards for England employees
This first section of the report analyses the results for each question of the survey based on the 75 responses from Standards for England employees, and, where appropriate, comments on any differences by subgroups of employees. 
Statements are shown in the order in which they were asked in the survey.
[bookmark: _Toc227563782][bookmark: _Toc265067775]Note to charts
The charts in this report are based on a sample of all respondents (unweighted). This is 75 in 2010 and 65 in 2009. Where totals do not add up to 100%, the remaining percentage (not shown) are accounted for by responses of ‘Don’t know/not applicable’.
All of the main questions in the questionnaire were answered using the same scale: Respondents could select one response from the five options Strongly Agree, Agree, Neither Agree nor Disagree, Disagree or Strongly Disagree. In each of the charts results for the full scale of responses are shown but then the percentage giving a favourable response is also summarised at the side. 
For positive statements the ‘favourable’ percentage has been calculated by adding together those who agreed and those who strongly agreed with the statements.  For any negatively worded statements the favourable percentage is calculated by adding together those who disagreed or strongly disagreed with the statement.
[bookmark: _Toc265067776]Verbatim comments
In addition to the structured/scaled questions on each topic, all employees were invited at the end of the survey to write in any further comments or suggestions. These might relate to Standards for England as a place to work, or any of the specific topics covered in the questionnaire. Like last wave, two-fifths of employees (31 respondents) provided some comment and a selection of these have been added to the relevant section of the results, for illustrative purposes.
Please note that three fifths of staff provided no extra comment, and these are more likely to be neutral in their views than those providing a comment. While not an ‘exact science’ the selection of comments is undertaken with the aim of including those which support the key findings of the survey and help to identify possible motivations behind widely-held views. 
Please see section 1.4 for background information on data analysis.
[bookmark: _Toc227563785]

[bookmark: _Toc265067777]Work
The first question of the survey asked employees about their work.
[bookmark: _Toc227563856][bookmark: _Toc265067850]Figure 1: Q1. To what extent do you agree or disagree with the following statements about your work

Just over eight in ten staff respondents agree that their work is interesting (81%), while less than one in ten (8%) disagree. The overall proportion favourable on this indicator remains almost identical with last wave, when 82% were favourable. 
Staff respondents in pay bands 3, 4 or 5 are more inclined to agree that their work is interesting than those in pay bands 1 or 2 (88%; 65% in bands 1 or 2).
Just under two-thirds of responding Standards for England staff agree that they are sufficiently challenged and motivated in their work (64%), stable against two thirds last wave (66%). However, over one in four disagree to some extent (27%), an increase from 18% last wave. 
Below are shown two positive comments and a negative comment relating to work and challenge/motivation, illustrating some perceptions at either end of the range of attitudes:-
A change in CE and in my own role and team have improved my outlook on the organisation. I feel more valued, more effective and am undertaking a variety of fulfilling and interesting tasks...
It’s a great place to work, fast-changing and stimulating...
Support staff are overworked and undervalued... Managers continue to show favouritism, with the same staff singled out to get the best jobs and projects...
[bookmark: _Toc227563786][bookmark: _Toc265067778]Involvement and opportunities to show initiative
In question two, employees were asked to think about their involvement and opportunity to show initiative.
[bookmark: _Toc227563857][bookmark: _Toc265067851]Figure 2: To what extent do you agree or disagree with the following statements about your involvement and opportunity to show initiative

Over six in ten staff respondents agree that they feel involved in decisions that affect their work (63%), and three in ten disagree that this is the case (30%). This is in line with the last wave, when 57% were favourable.
Slightly more staff members feel that they get sufficient opportunity to show initiative than feel involved in decisions that affect their work (67% versus 63%), which a smaller gap than in the previous wave, where  71% agreed (versus 57%).
Among the more negative comments given at the end of the survey, one employee entered the following:-
With an almost entirely new SMT in place now, it seems that communication has worsened, in the respect of not only failing to relate that which we need to know to do our jobs, but it also seems at times that we are actively kept in the dark about things that effect us personally.SFE is still a very clandestine and hierarchical organisation, where no one seems to want to, or is able to, make a decision.
Comments on decision-making reflect staff’s interest in being more involved going forward, including in the more strategic issues affecting the organisation and its structure.
Often the people making decisions have not been involved in the issue in question, so they don't know the details or the reasoning behind it. However, it's difficult to contribute to the decision making process (other than writing a board/SMT paper) and once the decision has been made it is very difficult to question it or for the issue to be reconsidered...
Sometimes I feel that the organisation consults with staff about trivial issues but does not open up a discussion about changes that will have a major impact on the way we work.
[bookmark: _Toc227563787][bookmark: _Toc265067779]Line management
The questions on employee satisfaction with line management have been arranged into six common themes:-
[bookmark: _Toc227563788][bookmark: _Toc265067780]Listening and acting on employees’ ideas and suggestions
More than eight in ten staff respondents from Standards for England agree that their line manager listens to their ideas and suggestions (81%) but somewhat fewer agree that their line manager acts on these ideas and suggestions (71%). 
The results are stable against last year, when 71% agreed that their line manager acts on their ideas and suggestions and 85% agreed that their line manager listens to their ideas and suggestions. 
[bookmark: _Toc227563858][bookmark: _Toc265067852]Figure 3: Q3. To what extent do you agree or disagree with the following statements about line managers listening and acting on ideas and suggestions

[bookmark: _Toc227563789][bookmark: _Toc265067781]Providing feedback, motivating staff and making expectations clear 
Around six in ten of responding employees agree that their line manager makes it clear what is expected of them (63%), and provides regular feedback on how the employee is doing (60%), while half consider that their manager motivates and inspires them to be more effective in their job (51%). Figure 4 shows 2010 responses against 2009 responses for each of these three statements.
Overall, responding staff are noticeably more favourable than last year about the line manager making it clear what is expected of the employee (63% compared to 51%), and giving regular feedback (60% compared to 51%): The proportion disagreeing that the line manager makes it clear what is expected is correspondingly notably lower this wave (19% compared to 31% in 2009).
In terms of motivation and inspiration from the line manager, the level of agreement is overall very similar to last year (51% compared to 55%).
[bookmark: _Toc227563859][bookmark: _Toc265067853]Figure 4: Q3. To what extent do you agree or disagree with the following statements about line managers providing feedback, motivation and clear expectations

Employees in pay bands 1 and 2 tend to be positive about their line manager’s contribution to their development (see section 3.5.4). However, one respondent commented that there was work still to be done in inspiring less senior staff in the organisation:-
The staff are lovely people who want to believe in the organisation. However, I feel that morale and motivation is so low because people are confused about what their purpose is and how that fits into the organisation. People feel undervalued at lower levels, with little recognition for their work or consistency with rewards. Changes to SMT have generally been positive but I think that other managers are not positive or inspirational in making staff feel valued...
[bookmark: _Toc227563790][bookmark: _Toc265067782]Decision-making and team development
Just over half of all responding employees agree that their line manager has contributed well to the development of the team within their department (52%, similarly to 54% in 2009). A quarter disagree that this is the case (26%, replicating the level of disagreement in 2009). 
Six in ten (59%) have confidence in their line manager’s decisions – a notably smaller proportion than in 2009 (68%). Nevertheless, the proportions disagreeing have remained consistent with those achieved in 2009, with an uplift in neutral responses.
[bookmark: _Toc227563860][bookmark: _Toc265067854]Figure 5: Q3. To what extent do you agree or disagree with the following statements about line management decision making and team development

[bookmark: _Toc227563791][bookmark: _Toc265067783]Communication and development/involvement of employees
More than six in ten respondents (63%) believe that their line manager communicates effectively, which represents a notable increase from 49% in 2009. There has been a corresponding and notable decrease in the proportion who disagree that this is the case (from 31% in 2009 to 23% in 2010).
Half of responding employees agree that their line manager helps them to understand how they contribute to the vision for the organisation (52%), while close to a quarter disagree (23%). These levels show no real changes from 2009, and variation by staff demographics is also minimal.
In terms of the development of employees, the majority agree that their line manager has contributed well to their development at work (55%) although this is a notably smaller proportion than last year (65%). 
[bookmark: _Toc227563861][bookmark: _Toc265067855]Figure 6: Q3. To what extent do you agree or disagree with the following statements about line management communication and development/involvement of employees

[bookmark: _Toc227563792]Employees who are positive about their line manager’s contribution to their development tend to be more numerous in pay bands 1 and 2 (74%) than in pay bands 3, 4 and 5 (46%).
[bookmark: _Toc265067784]Upward feedback
Just under two-thirds of all responding employees provide a favourable response when asked about whether their line manager encourages upward feedback (65%), a significant uplift from 55% in 2009. 
[bookmark: _Toc227563862][bookmark: _Toc265067856]Figure 7: Q3. To what extent do you agree or disagree with the following statement about line management encouraging upward feedback

[bookmark: _Toc227563793][bookmark: _Toc265067785]One-to-ones
Over three quarters (77%) of responding employees are satisfied that they have regular one-to-ones with their line managers, which is in line with the 80% achieved in 2009. Unlike 2009, where significant differences were seen by gender and management responsibilities, the 2010 data set shows no such variations.
[bookmark: _Toc227563863][bookmark: _Toc265067857]Figure 8: Q3. To what extent do you agree or disagree with the following statement about one to ones with line management

[bookmark: _Toc227563794]Those who strongly disagree now account for only 3% of the sample. However, this small minority are likely to feel very frustrated, one employee commenting:-
I cannot recall my last one to one with my line manager. They are always cancelled at the last minute. 
[bookmark: _Toc265067786]Wider recognition and praise
Linked to the issue of motivation from the line manager is that of wider recognition and praise, whether from the line manager or other members of staff. A new statement was introduced this wave and 73% agree that they receive recognition or praise from their line manager or others for doing good work. As shown below, 13% disagreed with this statement.
[bookmark: _Toc265067858]Figure 9: Q3. To what extent do you agree or disagree with the following statement about receiving regular recognition and praise

[bookmark: _Toc265067787]Standards for England’s objectives and vision 
Questions relating to employees’ understanding of, and involvement in, the organisation’s objectives and vision have been analysed under three themes:-
[bookmark: _Toc227563795][bookmark: _Toc265067788]Employees’ understanding of contribution to department and organisation objectives
Employees’ understanding of their contribution to objectives is at the same level for both the department and the organisation (88%).  These levels are broadly in line with those achieved in 2009 in relation to their department (92% in 2009) and somewhat improved in relation to the organisation (82% in 2009).  In neither wave did any employee strongly disagree with these two elements.
[bookmark: _Toc227563864][bookmark: _Toc265067859][bookmark: RANGE!A21]Figure 10: Q4. To what extent do you agree or disagree with the following statements about employees’ contribution to department and organisation objectives

A difference is seen between men and women in terms of their understanding of how their work contributes to department objectives (94% of men and 83% of women agreeing here).
[bookmark: _Toc227563796][bookmark: _Toc265067789]Understanding of objectives and the Senior Management Team’s vision for the organisation
Understanding of where their own role fits in with departmental objectives is generally high, as described above, and understanding of those objectives is also high: 87% agree that they have a clear understanding of the purpose and objectives of their department, which represents a significant improvement on the 68% achieved in 2009.
There has also been a significant wave on wave rise in relation to having a clear understanding of the organisation’s purpose and objectives. Close to three quarters (73%) agree that is the case in 2010, up from 60% in 2009.
However employees continue to have less confidence that the SMT has a clear vision for the future of Standards for England (43%) although again there has been a notable improvement from the last wave (32%).
[bookmark: _Toc227563865][bookmark: _Toc265067860]Figure 11: Q4. To what extent do you agree or disagree with the following statements about employees understanding of department objectives and the SMT’s vision for the organisation

Respondents who manage other staff are more likely to state that they have a clear understanding of the purpose and objectives of their department (94% versus 84% of those who do not manage staff), with 50% strongly agreeing. 
Similarly more than two thirds of managerial staff agree that the SMT has a clear vision for the future (61%), as compared to 37% of other staff. 


One respondent outlined what they felt was an important distinction between a sense of direction and clarity on the role of being a strategic regulator:-
As an organisation we have a clearer sense of direction than we had previously, but I still think we are not completely clear on our role as a strategic regulator.
[bookmark: _Toc227563798][bookmark: _Toc265067790]Leadership effectiveness
[bookmark: _Toc227563799]The next section of the survey asked employees about their level of agreement with statements on leadership effectiveness. 
[bookmark: _Toc265067791]Confidence in the Senior Management Team 
Perceptions of the Senior Management Team’s leadership and effectiveness have shown a significant improvement from wave 1, as evidenced in Figure 12.  While in 2009 only 29% of responding employees felt that the SMT communicated key decisions and developments effectively, in the current wave there is a significant increase and a majority of 52% now agree. The proportion that strongly disagree has halved (from 14% to 7%).
Agreement that the SMT demonstrate good leadership has more than tripled in a year, with 39% agreeing, compared with 12% last year. However this is the lowest of the four statements summarised below. The remaining respondents are equally likely to be neutral (29%) or negative (28%).
Almost half of Standards for England employees have overall confidence in the Senior Management Team (48%), growing significantly from under a third last wave (31%). Similarly, just under half agree that the decisions and behaviours of the SMT are consistent with the organisation’s values (47%), growing significantly from only 26% last wave.
[bookmark: _Toc227563867][bookmark: _Toc265067861]Figure 12: Q5. To what extent do you agree or disagree with the following statements about having confidence in the SMT, and their communication and demonstration of good leadership

In each case employees who manage other staff are more positive than their colleagues who do not:-
72% of managerial staff agree that the SMT communicate key decisions and developments effectively, compared with 46% of non-managerial staff.
56% of managerial staff agree that the SMT demonstrate good leadership, compared with 33% of non-managerial staff.
78% of managerial staff agree that they have confidence in the SMT, compared with 39% of non-managerial staff 
67% of managerial staff disagree that they believe the decisions and behaviours of the SMT are consistent with the organisation’s values, compared with 40% of non-managerial staff.
Aside from the variation by management responsibilities, opinions tend to be consistent across the subgroups analysed. The only exception relates to agreement that the decisions and behaviours of the SMT are consistent with the organisation’s values, where women appear less likely to agree (40%; 54% of men).
A number of comments about SMT were made in the open-ended section of the survey. In contrast with last wave’s predominantly negative comments, a wide range of perspectives on today’s SMT were highlighted, as shown below:-
SMT don't speak to staff, or engage with their work, any more than they used to
I think that SMT has changed enormously for the better. For the most part they are now setting a better example in terms of their working hours, their leadership, providing effective challenges to both staff and each other, and generally taking their role as managers and leaders seriously.
Quality of SMT has improved as has the standard of debate and communication via the intranet...
SMT is working more efficiently and is more visible and communicative...
[bookmark: _Toc227563800][bookmark: _Toc265067792]Heads of department as good role models and their contribution to developing departments
Nearly half of responding employees provide favourable responses for each of the two elements that make up this component of leadership effectiveness. The results are stable against last year, with 47% agreeing that their head of department contributes well to the development of their department (against 46% in 2009) and 47% agreeing that their head of department is a good role model (against 43% in 2009).  The proportion that strongly disagrees has decreased from around two ten to one in ten in each case.
[bookmark: _Toc227563868][bookmark: _Toc265067862]Figure 13: Q5. To what extent do you agree or disagree with the following statements about heads of department as good role models and their contribution to developing departments

Respondents in pay bands 3, 4 or 5 are more likely to disagree that their head of department is a good role model for the department: 31% disagree, compared with only 9% of respondents in pay bands 1 or 2.
While not specifically commenting on heads of department, one respondent commented:
Too many (relatively senior) staff get away with un-corporate and unacceptable attitude and behaviour.
[bookmark: _Toc227563801][bookmark: _Toc265067793]Acting on staff survey results
When asked about whether the Senior Management Team or managers in their department will act on the results of this staff survey employees have more confidence in the managers of their department than SMT, although there has been some improvement in relation to SMT such that the gap between the two has narrowed since 2009.
Over half agree that managers in their department will act on the results (53%), and 45% believe the SMT will do so. 
Over three quarters of those who manage other staff agree that SMT will act on the results of this survey (78%), and 72% of managerial staff consider that managers in their department will act on the results of the survey.
[bookmark: _Toc227563869][bookmark: _Toc265067863]Figure 14: Q5. To what extent do you agree or disagree with the following statements about the SMT and department managers acting on the staff survey results

[bookmark: _Toc227563802][bookmark: _Toc265067794][bookmark: _Toc227563803]Understanding the role of the Board
Just under two-thirds of all employees agree that they understand the role of the Board (63%), which represents somewhat of a decline from last wave (68%). Interestingly, there appears to have been a slight polarisation in views, with more staff at either end of the spectrum this wave, 16% stating that they strongly agree, and 8% that they strongly disagree (from 11% and 3% respectively last wave).
The percentage who strongly disagree rises significantly among staff in pay bands 1 or 2, 17% of this subgroup stating that they strongly disagree.
[bookmark: _Toc227563870][bookmark: _Toc265067864]Figure 15: Q5. To what extent do you agree or disagree with the following statement about understanding the role of the board

Employees in pay bands 3, 4 or 5 are more likely to feel they understand the role of the Board (71%) than employees in pay bands 1 or 2 (43%). Employees in the age bands under 40 years are more likely to disagree here with this statement than those over 40 years (37% and 14% disagree respectively).
[bookmark: _Toc265067795]Remoteness and ‘them and us’ 
Two new statements were introduced this year, capturing perceptions of how remote the Board is considered to be, and how disconnected staff and senior managers are considered to be. Since both statements are negative, levels of disagreement (i.e. orange and red segments) are used for the ‘favourable’ measure.
There is greater (negative) consensus that the Board is too remote from staff (61%) than that there can sometimes be a sense of ‘them and us’ between staff and senior managers (49%). Indeed, in the comments section of the survey, one respondent stated:
I don't believe most members of staff could identify Board members.
Agreement that there is a sense of ‘them and us’ between staff and senior managers increases to 56% among staff who do not themselves manage others, and increases further, to 74% within pay bands 1 and 2. Women appear more likely to agree with this statement than men (63% and 34% respectively). 
Gender and pay band also appear to impact on responses regarding the Board being too remote: Those who disagree account for 19% overall, varying from 4% in pay bands 1 or 2, to 25% in pay bands 3, 4 or 5, and from 10% among female respondents to 29% among male respondents.
[bookmark: _Toc265067865]Figure 16: Q5. To what extent do you agree or disagree with the following statement about the board being remote, and there being a sense of ‘them and us’

[bookmark: _Toc265067796]Consistency between managers
Nearly three in ten employees at Standards for England now agree that on key issues, they have found that managers across the organisation give a consistent view (29%), a notable uplift on the 18% achieved in 2009.  While at 32% those who disagree are more numerous than those who agree, they account for significantly fewer respondents than in 2009, when as many as 55% disagreed. However, more than one in ten state don’t know or N/A on this statement this year (11%) from 5% last year. 
There is some way to go before agreement here matches agreement with the statement that the decisions and behaviours of the SMT are consistent with those of the organisation as a whole (47%).
[bookmark: _Toc227563871][bookmark: _Toc265067866]Figure 17: Q5. To what extent do you agree or disagree with the following statement about consistency of managers’ views

Agreement that on key issues managers across the organisation give a consistent view is especially high among male employees (43%, versus 18% of female employees).
[bookmark: _Toc265067797]Perceptions of the organisation as well-managed
More than four in ten Standards for England employees now agree that the organisation as a whole is well managed (41%), representing a significant increase from last wave, when 23% agreed.
[bookmark: _Toc227563872][bookmark: _Toc265067867]Figure 18: Q5. To what extent do you agree or disagree with the following statement about the management of the organisation as a whole

Agreement that the organisation is well managed is higher amongst employees who manage other staff (78%), and among male employees (54%, compared with 30% of females).
[bookmark: _Toc227563805][bookmark: _Toc265067798]Organisational change
Statements relating to organisational change cover two broad themes:-
[bookmark: _Toc227563806][bookmark: _Toc265067799]Communication of change
The majority of employees now hold favourable views about how well change is communicated by the organisation, 51% agreeing that change is communicated effectively, an increase from the 45% achieved in 2009.
Responding staff are more likely to consider communication as adequate during implementation (56%) rather than before the change is implemented (48%). In both cases, but particularly in relation to implementation, we again see a substantial improvement (from 40% to 56% and from 42% to 48% respectively).
[bookmark: _Toc227563873][bookmark: _Toc265067868]Figure 19: Q6. To what extent do you agree or disagree with the following statements about communication of changes in the organisation

Men appear more likely than women to consider that the organisation communicates change effectively (66% versus 38%), although there is no variation by gender when considering statements about communication before and during implementation of change.
[bookmark: _Toc227563807][bookmark: _Toc265067800]The management and leadership of changes
A significant improvement is seen this wave in terms of perceptions of the SMT’s effectiveness in initiating and leading change. Agreement on this has increased from 12% to 45%, while disagreement has decreased from 31% to 17%.
There has also been a significant increase in positive reactions to the statement that change is well managed in the organisation. In 2009 only 18% agreed with this statement, which increases to 43% in 2010. This change appears largely the result of a shift from neutral to positive responses.  While ‘strong disagreement’ has increased slightly from 8% to 12%, disagreement as a whole is down slightly from 43% to 35%.
[bookmark: _Toc227563874][bookmark: _Toc265067869]Figure 20: Q6. To what extent do you agree or disagree with the following statements about the initiation and management of change in the organisation

Employees who manage other members of staff are more likely than others to agree that the SMT is effective in initiating and leading change (67% versus 39%).
A number of different views were expressed concerning change:-
I feel the organisation needs some stability... (after) three large scale changes to working practices and structure in less than three years. 
There is still some way to go to ensure the organisational changes are working across departments and the new directors are familiar with the intentions.
Some feel that concerns over safeguarding the organisation’s future can be destructive if not kept in check:- 
I think the organisation needs to spend more time doing what it is supposed to do and stop worrying about being abolished. I believe this has a negative impact on staff morale and the fact that we can devote so much time to thinking and acting on ways to prevent ourselves being abolished is a potential case in itself for saying we are too big and could be significantly culled...
We seem to invest a lot of time in discussion and speculation while events in the real world pass us by.
Others consider that communication about change could potentially be less prescriptive and more consultative:-
Staff are informed of change in this organisation, not consulted. Performance review is top down not 360 degrees... 
Sometimes I feel that the organisation consults with staff about trivial issues but does not open up a discussion about changes that will have a major impact on the way we work...
[bookmark: _Toc227563809][bookmark: _Toc265067801]The culture and efficiency of the organisation
In this next section of the staff survey all employees were asked a range of questions on the culture within Standards for England, and related efficiencies, e.g. concerning decision-making. The elements relating to this issue are analysed under six headers below:-
[bookmark: _Toc227563810][bookmark: _Toc265067802]Encouraging innovation and opportunities to challenge the way things are done
A large majority, of more than eight in ten staff (83%), consider that their department strives to find ways to service customers (internal/external) better, which is very much in line with the 82% achieved in 2009, and consistent across staff types.
Nearly seven in ten consider that people in their department are encouraged to come up with innovative solutions to work-related problems (68%) which is similar to last year (72%) and consistent across staff types.
Although a majority of staff (63%) agree that they can speak up or challenge the way things are done in the organisation without fear of reprisal, a quarter (23%) disagree. Indeed, two staff members felt strongly enough to make the following comments:
I spoke up once... will not do it again’
People feel unable to voice their concerns or opinions for fear of how managers will scapegoat them or react to challenge
Although only half of staff (49%) believe that the organisation encourages innovation (23% do not believe this is the case), this proportion has increased significantly from a third (35%) in 2009. 
[bookmark: _Toc227563876][bookmark: _Toc265067870]Figure 21: Q7. To what extent do you agree or disagree with the following statements about respect, encouraging innovation and opportunities to challenge the way things are done

[bookmark: _Toc227563811][bookmark: _Toc265067803]Ensuring staff are treated with fairness; and confidence in dealing with bullying
Two-thirds of Standards for England staff are confident that the organisation would deal appropriately with bullying or harassment (65%), stable against last year (66%), while 17% do not think they would (from 23% in 2009). As in 2009, female employees appear less confident in the organisation’s ability to deal with bullying or harassment, since 25% disagree, compared with 9% of male respondents. 
The majority of employees agree that they are treated with fairness and respect.  This is stable against 2009 (81% versus 80%), with no significant variations by staff subgroup.
A small minority of comments highlight a contrasting view to that of the majority:
I do not feel all staff are treated with fairness and I have seen colleagues who have raised concerns and been victimised for doing so.
Responses on fairness did not differ according to date of completion before or after the pay letter of 14th April.
[bookmark: _Toc227563877][bookmark: _Toc265067871]Figure 22: Q7. To what extent do you agree or disagree with the following statements about relations between staff and customers

[bookmark: _Toc265067804][bookmark: _Toc227563812]Equal treatment and encouragement of diversity
Three in four staff agree with the new statement introduced in 2010 that staff are treated equally, regardless of their background, beliefs or personal circumstances (75%). More men than women agree with this statement (89% versus 63%). However, overall 14% respondents disagree with this, including 5% who disagree strongly.
Another negative statement was introduced this wave: ’The organisation does not do enough to promote staff equality and diversity’. A majority of 55% disagree with this statement, including 20% who strongly disagree. Again, male respondents are more likely to be favourable, 71% disagreeing here, compared with 40% of female respondents.
Among respondents who consider that diversity and equality have not been sufficiently promoted by Standards for England, the following comments were made:-
...diversity work this year has been box-ticking, no clear commitment to 'promoting' diversity...
If the company is representative of the community, why is nearly everyone here white and middle aged?
[bookmark: _Toc265067872]Figure 23: Q7. To what extent do you agree or disagree with the following statements about equal treatment and encouragement of diversity

[bookmark: _Toc265067805]Clarity and efficiency in the decision making process
Staff who consider themselves clear on how decisions are made in Standards for England are still in the minority (40%) although there has been a significant increase in agreement compared to last wave (23%) and a corresponding significant decrease in disagreement (from 52% to 28%). Responses are fairly consistent across staff subgroups.
Just under half of responding employees agree that too many approvals are required for routine decisions in the organisation (49%), which is somewhat fewer than in 2009 (55%). 
[bookmark: _Toc227563878][bookmark: _Toc265067873]Figure 24: Q7. To what extent do you agree or disagree with the following statement about the clarity and efficiency of the decision making process

A couple of open-ended comments support the fact that, while improvements have been noted, there is still a substantial minority who are uncertain on where and how decisions are made. Suggestions made for achieving better clarity include more focus on minute-taking or a structure based more firmly on systematic delegation:-
[bookmark: _Toc227563813]...important decisions are taken in ad hoc meetings where minutes are not taken...
We still need more clarity as to where decisions are made in the organisation, and a delegation scheme that we stick to. Sometimes decisions change subtly because of political and other pressures, and the nuances may be unclear to many staff. The organisation would benefit from stronger central administration, which would take care of many of the routine decisions that seem to drift too high up into the structure.
[bookmark: _Toc265067806]Helping each other
There is a strong belief across the organisation that Standards for England staff are willing to help each other out. More than nine in ten employees think that the people they work with are willing to help each other even if this means doing something outside their usual activities (92%), increasing from the already high levels (85%) achieved in 2009. No staff members disagree strongly with this.
[bookmark: _Toc227563879][bookmark: _Toc265067874]Figure 25: Q7. To what extent do you agree or disagree with the following statement about helping each other

[bookmark: _Toc227563815][bookmark: _Toc265067807]Leniency over poor performance
The final statement in this section is expressed in negative terms, and a quarter of employees provide a favourable response, by disagreeing that the organisation is too lenient with people who perform poorly here (25%), a notable improvement on the 14% achieved in 2009. A third are neutral, and a further third agree that the organisation is too lenient (33%), while 8% are uncertain or state N/A (from 5% last wave). 
[bookmark: _Toc227563881][bookmark: _Toc265067875]Figure 26: Q7. To what extent do you agree or disagree with the following statement about leniency over poor performance

Despite the positive decrease in the level of agreement that the organisation is too lenient (from 57% last wave to 33% this wave), small pockets of discontentment exist which may have been exacerbated by disappointment at pay review outcomes. One employee entered the following comment at the end of the survey:-
Quote from colleague: "I’ve nothing to do all day so I watch sports online". I go home having worked hard non-stop and still wishing I'd achieved more. We'll both get rated effective due to the pressure to only rate X people as exceptional. It's so demoralising. Why strive to do better and achieve more? 
[bookmark: _Toc227563816][bookmark: _Toc265067808]Personal career development and performance management
Statements concerning personal career development and performance management are looked at under four main headers:-
[bookmark: _Toc227563817][bookmark: _Toc265067809]Opportunities for career development
When employees at Standards for England have received training the majority are generally satisfied that it is helping them to develop their skills and competencies (65%) although in 2009 nearly three quarters agreed with this statement (74%). 
In addition there has been a significant decrease in perceptions that training received has helped them develop their career (43%, from 60% last wave).  
The political context is likely to be a major factor here. A quarter of staff (25%) now consider that there are opportunities to develop their career within Standards for England, a notable decline from 35% in 2009. 
[bookmark: _Toc227563882][bookmark: _Toc265067876]Figure 27: Q8. To what extent do you agree or disagree with the following statements about opportunities for career development

Perceptions of whether career opportunities exist are consistent across staff types, as are perceptions of the impact of training on skills and competencies. However, a difference is seen by gender in responses relating to the positive impact of training on career development, with more men believing this to be the case than women (57% versus 30%). 
While at significantly higher levels, the same distinction was seen in 2009, when 50% of females agreed that the learning, training and development they received was helping them to develop their career, compared with 72% of males.
[bookmark: _Toc227563818][bookmark: _Toc265067810]Training and support
Little change is seen on these indicators from last year, a majority of all staff believing that the organisation takes the well-being of staff seriously (77% compared to 82% in 2009). However, while in 2009 females were less inclined than males to agree with this statement, views appear evenly balanced in 2010.
As in 2009, just over two-thirds of all staff hold favourable views about the amount of training they receive to enable them to do their job well (69%). Just over one in ten hold negative views on this issue (12%).
[bookmark: _Toc227563883][bookmark: _Toc265067877]Figure 28: Q8. To what extent do you agree or disagree with the following statements about training and support

[bookmark: _Toc227563819][bookmark: _Toc265067811]Objectives and evaluation 
Overall 68% of responding employees think that their performance is evaluated fairly by their manager, which is the same agreement level as 2009, although within this a notably higher percentage now agree strongly (21%, from 11% in 2009). As in 2009, 16% disagree, with broadly consistent levels of disagreement across staff types.
Over 6 in 10 of responding employees also agree that they have clear, measurable work objectives (64%, increasing somewhat from 60% last year).  One in four disagree that this is the case (25%), down from nearly a third in 2009 (31%).  Agreement levels are consistent across staff types.
[bookmark: _Toc227563884][bookmark: _Toc265067878]Figure 29: Q8. To what extent do you agree or disagree with the following statements about objectives and evaluation

[bookmark: _Toc227563820][bookmark: _Toc265067812]Achievements and expectations
Three quarters of all responding employees are satisfied that their work gives them a sense of achievement or accomplishment (75%), varying between 65% of staff members under 40 years of age and 90% of staff members over 40 years of age. This represents a significant increase of 10% in favourable responses overall compared with last year (65%). 
Slightly fewer agree that their role meets with their expectations (69%), although this has also increased notably from 60% in 2009. Views on this aspect do not vary by gender or other staff demographics analysed.
[bookmark: _Toc227563885][bookmark: _Toc265067879]Figure 30: Q8. To what extent do you agree or disagree with the following statements about achievements and expectations

[bookmark: _Toc227563821][bookmark: _Toc265067813]Work-life balance and resources
Two components of work-life balance and resources are assessed below:-
[bookmark: _Toc227563822][bookmark: _Toc265067814]Workload
More than three in four employees are satisfied that they are able to achieve the right balance between their work life and home life (77%, rising from 72% in 2009). Fewer employees, but still a significant majority, are satisfied that they have an acceptable workload (72%, up from 65% in 2009). While both of these indicators show increases, there is a corresponding decrease in agreement on whether there are usually sufficient people in their department to handle the normal workload (57%, down from 62% in 2009).
[bookmark: _Toc227563886][bookmark: _Toc265067880]Figure 31: Q9. To what extent do you agree or disagree with the following statements about workload

These statements generate similar agreement levels across the subgroups analysed. However, employees over 40 years of age are more likely than their younger colleagues to disagree that they are able to achieve the right balance between work life and home life (24% disagree versus 7% of staff aged under 40).
[bookmark: _Toc227563823][bookmark: _Toc265067815]Equipped for your job
Around three in four responding employees agree that they have the equipment and tools they need to do their job effectively (76%), which is stable against last year (78%). No significant variations are seen by staff type. 
[bookmark: _Toc227563887][bookmark: _Toc265067881]Figure 32: Q9. To what extent do you agree or disagree with the following statement about being equipped for your job

[bookmark: _Toc227563824][bookmark: _Toc265067816]Recognition and reward
Recognition and reward is assessed, as last year, under three sub-headers; Financial rewards; other benefits; and recognition. 
It is important to remind ourselves of the context here in terms of the pay review which unavoidably coincided with the survey. The background for some respondents is therefore one of uncertainty regarding pay status, although of the 75 interviews completed, only 22 were completed before the distribution of pay letters on 14th April, while the majority of 53 were completed on or after this date.
[bookmark: _Toc227563825][bookmark: _Toc265067817]Financial rewards
In terms of financial rewards, more than two in three staff consider that the organisation rewards its employees appropriately (67%), which is a significant improvement on 2009, when less than half of employees agreed with this statement (48%). Managerial staff are more likely to agree with this statement than non-managerial staff (89% and 60% respectively).
The majority of staff agree that their pay is reasonable compared with people doing similar roles in other organisations (57%). While overall agreement is broadly consistent with 2009 (60%), respondents appear to adopt a milder stance on this compared with last wave, when around twice the proportion fell into both the strongly agree and the strongly disagree response bandings. 
Nearly half of staff agree that their pay adequately reflects their performance (47%), which is a positive uplift on 2009 (40%).  Those in pay bands 1 or 2 are more likely to agree with this statement than those in bands 3, 4 or 5 (65% versus 38%). 
Agreement is only fractionally lower in terms of pay being reasonable compared with other people within the organisation (45%), and this represents a notable uplift on the 34% achieved in 2009. Last wave 23% were unsure here, while this wave only 8% are unsure, possibly reflecting a greater state of awareness resulting from the pay review current at the time of fieldwork. The proportion who disagree that pay is reasonable compared to others in the organisation is similar to last year (40% in 2010; and 37% in 2009). While the sample base is too small to enable robust conclusions, among the eight part time workers included in the sample, six disagree with this statement (75%), compared with 24 out of 67 full-time staff (36%).
[bookmark: _Toc227563888][bookmark: _Toc265067882]Figure 33: Q10. To what extent do you agree or disagree with the following statements about financial rewards

While the results show a stable year-on-year comparison in dissatisfaction with pay levels compared to other people in the organisation, several respondents make a note of their concerns regarding the new pay structure:-
... despite recent changes to the pay structure there is still a great deal of unfairness in pay across the organisation.
It is unfortunate that this survey arrives the same week as the new pay structure which is de-motivating and unfair.
...JEGS: If target rate of pay means 'rate of pay for an individual demonstrating the full range of competencies and contribution…’ and that person was rated effective last year(s), how does SFE justify paying them less than the target?
[bookmark: _Toc227563826][bookmark: _Toc265067818]Other benefits
More than nine in ten Standards for England employees are satisfied that they have a good benefits package (92%), representing a decrease on the extremely high levels (98%) achieved in 2009. However this masks the fact that all eighteen managerial staff responding to the survey (100%) agreed with this dimension. In 2009 no staff members disagreed with this statement, while in 2010 one staff member is in strong disagreement (1%).
[bookmark: _Toc227563889][bookmark: _Toc265067883]Figure 34: Q10. To what extent do you agree or disagree with the following statement about other benefits

[bookmark: _Toc227563827][bookmark: _Toc265067819]Recognition
Close to seven in ten of all responding employees agree that they feel valued and recognised for the work they do (67%), a significant uplift from just over half in 2009 (52%). Views appear fairly consistent across staff variables analysed.
[bookmark: _Toc227563890][bookmark: _Toc265067884]Figure 35: Q10. To what extent do you agree or disagree with the following statement about recognition

[bookmark: _Toc227563828][bookmark: _Toc265067820]Internal Communications
These issues are assessed as three components:-
[bookmark: _Toc227563829][bookmark: _Toc265067821]Feeling informed
Just over half of staff agree that the organisation does a good job of keeping them informed about matters affecting them (53%), in line with 48% in 2009. Two in ten respondents disagrees (20%), again a similar level as last year. 
A larger majority agree that overall, staff are well informed about key decisions and developments (59%) and that they get the information they need to do their job well (60%), with significant uplifts in both instances compared to 2009 (45% and 46% respectively). 
[bookmark: _Toc227563891][bookmark: _Toc265067885]Figure 36: Q11. To what extent do you agree or disagree with the following statements about feeling informed

Managers are more likely than other staff to feel that overall the organisation does a good job of keeping them informed about matters affecting them (72% and 54% respectively).
[bookmark: _Toc227563830][bookmark: _Toc265067822]Communication within and between departments
Just over six in ten employees agree that communications are good within their department (61%), an uplift on the 52% achieved in 2009, while two in ten disagree (20%), again an improvement on 2009 ( 31%).
A lower proportion of staff members agree that communications are good between departments (24%), although this does represent an increase on the 14% achieved in 2009. Correspondingly, while more continue to disagree with this statement than agree, the proportion who disagree has decreased significantly between the waves (from 68% to 49%).
[bookmark: _Toc227563892][bookmark: _Toc265067886]Figure 37: Q11. To what extent do you agree or disagree with the following statement about communications within your department and between departments

The comments section provides a range of different perspectives on internal communications:
...Quality of SMT has improved as has the standard of debate and communication via the intranet...
With an almost entirely new SMT in place now, it seems that communication has worsened, in the respect of not only failing to relate that which we need to know to do our jobs, but it also seems at times that we are actively kept in the dark about things that affect us personally.
My new manager is excellent at communicating clearly and giving constructive feedback. I feel well informed about the organisation's values, risks and achievements. However, the same cannot be said of all managers and departments, there is a variety of management skills and styles, so different teams can interact and perform in different ways.
One respondent made a specific request relating to a database of precedents:-
I get the information I need to do my job well. We still need a database of precedents for investigations. Everyone agrees we do but nothing is being done.
Another made reference to the new office layout:- 
I want to express my utter disappointment at the new office layout. Surely the whole of the new regulation directorate should be together or else why bother?
[bookmark: _Toc265067823]Helping each other and fun in team work
Three quarters of respondents consider that people at work go out of their way to help each other (75%). Only 8% disagree, none of whom disagree strongly, and agreement levels vary little by subgroup.
Only slightly more staff members disagree (13%) when considering whether their team is fun to work in, while more than two thirds agree here (67%). 
Older staff members are less likely to consider their team fun to work in, with 24% of respondents aged over 40 years disagreeing, compared with only 7% of respondents aged under 40.
[bookmark: _Toc265067887]Figure 38: Q11. To what extent do you agree or disagree with the following statement about team working and fun at work

[bookmark: _Toc227563832][bookmark: _Toc265067824]
Engagement with the organisation and overall satisfaction
In this final section of the survey employees were asked a range of questions about their engagement and overall satisfaction with Standards for England as a place to work.
[bookmark: _Toc227563833][bookmark: _Toc265067825]Morale and recommendation
There has been a significant decrease in the proportion of employees who agree that morale within the organisation is good (27%, from 46% in 2009). More respondents are neutral this wave, and disagreement has increased from 34% to 44%. As in 2009, gender makes a difference here, with disagreement increasing to over half of female respondents (55%; 31% of males).
[bookmark: _Toc227563894]Nevertheless, nearly two in three employees would recommend Standards for England as a good place to work (65%, stable against 71% in 2009) with nearly one in ten strongly agreeing that they would do so (9%, from 18% last wave). While levels of recommendation fluctuated in 2009, views appear fairly consistent across the workforce in 2010.
[bookmark: _Toc265067888]Figure 39: Q12. To what extent do you agree or disagree with the following statement about morale and recommendation

[bookmark: _Toc227563834][bookmark: _Toc265067826]Overall satisfaction and desire to stay
It is interesting that in spite of a variety of wave on wave changes in views on different aspects of work at SfE, the overall satisfaction level with the organisation as a place to work remains stable. Again 72% are satisfied with Standards for England as a place to work, although within this those who agree strongly have decreased somewhat, from 18% to 13%. 
Employees remain less certain about how much it would take them to leave or stay at the organisation. While 36% agree that it would take a lot to get them to leave the organisation, a similar proportion (39%) disagree that it would take a lot. The latter figure probably reflects concern over the changing political context. 
[bookmark: _Toc227563895][bookmark: _Toc265067889]Figure 40: Q12. To what extent do you agree or disagree with the following statement about overall satisfaction and your desire to stay at the organisation

[bookmark: _Toc227563835][bookmark: _Toc265067827]Belief in the organisation’s purpose
Just under seven in ten employees believe strongly in the purpose and objectives of Standards for England (69%), decreasingly somewhat from 2009 (75%). 
Respondents in pay bands 3, 4 or 5 are particularly likely to believe strongly in its purpose (79% versus 48% of staff in bands 1 or 2) as are staff aged over 40 (86% versus 59% of staff under 40 years). 
[bookmark: _Toc227563896][bookmark: _Toc265067890]Figure 41: Q12. To what extent do you agree or disagree with the following statement about the purpose of the organisation

[bookmark: _Toc265067828]Standards for England within the wider Community and Environment	
Three new statements were introduced in 2010, concerning the care taken by Standards for England in terms of its impact on the environment and local community.
Just under half of respondents agree that the organisation makes a positive difference to the world we live in (44%), and a further 37% are neutral.  Respondents most likely to agree are those in pay bands 3, 4 or 5 (52% agree) and age band 40 years or older (59% agree).
The second statement is couched in negative terms and so a favourable response here is one of disagreement. Only 17% disagree that the organisation does not do enough to protect the environment, while 52% agree with the statement. There is little variation by staff types analysed.
The third statement – that SfE should put more back into the local community – is neither negative nor positive but again the ‘favourable’ statistic in the figure below reflects the percentage who disagree, since these staff members consider no change in policy to be required.  Similar proportions disagree and agree with this statement (24% and 25% respectively), while the majority are neutral, 41% stating that they neither agree nor disagree that SfE should put more back into the local community. The relatively low engagement or unfamiliarity with this concept is emphasised by the 9% who give the response of “Don’t know/ NA”.
[bookmark: _Toc265067891]Figure 42: Q12. To what extent do you agree or disagree with the following statement about the care taken by Standards for England in terms of its impact on the environment and local community

[bookmark: _Toc265067829][bookmark: _Toc227563849]Benchmarking
The following tables summarise the views of Standards for England staff in comparison with views of other Civil Service staff. The tables include a comparison with the Civil Service as a whole, referred to as the ‘Civil Service Average’ and with seven more comparable benchmarks, where the department or organisation has a similar size workforce to SfE, referred to as the ‘Comparator Group Average’.
The figures shown are the proportion of all staff who hold a favourable view towards each statement or issue. In most cases this is the percentage who agree, but in a minority of cases it denotes the percentage who disagree (where highlighted as such).
The seven comparable civil service departments or organisations, who kindly gave permission for their data to be used by Standards for England, are as follows:
National Weights and Measures Laboratory 
Vehicle Certification Agency 
Wilton Park Executive Agency 
Attorney General's Office 
Ministry of Justice HQ 
National Savings and Investments 
The Royal Parks
The positive or negative difference i.e. in the percentage points between Standards for England and other organisations is also shown for each statement.
Where there are slight wording differences, the Standards for England survey wording is provided first, followed by the Civil Service wording.
[bookmark: _Toc227563837][bookmark: _Toc265067830]Work
On these two elements Standards for England performs slightly under that of other organisations and the Civil Service average.
[bookmark: _Toc227563897][bookmark: _Toc264638288]Table 1: Work
	 
	Standards for England
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	Overall, my work is interesting/ 
I am interested in my work
	81
	90
	-9
	92
	-11

	I am sufficiently challenged and motivated in my work/ 
I am sufficiently challenged by my work
	64
	76
	-12
	77
	-13


[bookmark: _Toc227563838][bookmark: _Toc265067831]Involvement and opportunity to show initiative
A comparison is only available for one of the related statements here.  In the extent to which employees feel involved in decisions that affect their work, Standards for England compares favourably against the Civil Service average, and similarly against the Group Average.
[bookmark: _Toc264638289]Table 2: Involvement and opportunity to show initiative
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I feel involved in decisions that affect my work
	63
	56
	+7
	64
	-1


[bookmark: _Toc227563839]


[bookmark: _Toc265067832]Line management
Where comparisons are available for employees’ views on management, Standards for England scores best in terms of receiving regular feedback, where it compares equally with the Civil Service average, but a little below the Group average. SfE performs least well in terms of confidence in the decisions taken by the manager (11 percentage points below the Civil Service average and 16 below the Group average).
Please note that in the benchmark surveys the word manager was used rather than line manager.
[bookmark: _Toc227563899][bookmark: _Toc264638290]Table 3: (Line) management
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	My line manager gives me regular feedback on how I am doing/
I receive regular feedback on my performance
	60
	60
	0
	65
	-5

	My line manager motivates and inspires me to be more effective in my job/
My manager motivates me to be more effective in my job
	51
	61
	-10
	64
	-13

	I have confidence in the decisions my line manager makes/
Overall, I have confidence in the decisions made by my manager
	59
	70
	-11
	75
	-16

	My line manager helps me to understand how I contribute to the vision for the organisation/
My manager helps me to understand how I contribute to the organisation's objectives
	52
	59
	-7
	66
	-14




[bookmark: _Toc227563840][bookmark: _Toc265067833]Standards for England’s objectives and vision
In this section of the survey Standards for England performs well. Staff’s understanding of how their work contributes to the objectives of the organisation is 6 percentage points ahead of the Civil Service average and 2 points ahead of the Group average. 
Belief that the Management Board has a clear vision for the organisation is 7 percentage points ahead of the Civil Service average but 10 points behind the Group average. 
[bookmark: _Toc227563900][bookmark: _Toc264638291]Table 4: Standards for England’s objectives and vision
	
 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I understand how my work contributes to the objectives of the organisation
	88
	82
	+6
	86
	+2

	I believe the Senior Management Team (SMT) has a clear vision for the future of Standards for England/
I believe the Management Board has a clear vision for the future of the organisation
	43
	36
	+7
	53
	-10

	I have a clear understanding of the purpose and objectives of Standards for England
	73
	N/A
	N/A
	N/A
	N/A

	I have a clear understanding of the organisation’s objectives
	N/A
	78
	N/A
	79
	N/A

	I have a clear understanding of the organisation’s purpose
	N/A
	84
	N/A
	87
	N/A


While the three shaded rows show statements that are not directly comparable, there is an indication that the level of understanding of purpose and objectives at Standards for England is a short distance behind that of the Civil Service or Comparator Group averages.


[bookmark: _Toc227563841][bookmark: _Toc265067834]Leadership effectiveness
Standards for England performs well against the benchmarks in the area of leadership effectiveness. The difference is particularly significant between Standards for England and the Group Average in terms of perceptions of the organisation as a whole as being well managed, SfE being 20 percentage points ahead.
When comparing against averages across the Civil Service as a whole, Standards for England appears to compare particularly well in terms of confidence in senior managers, but please note that the Civil Service measure concerns confidence in the decisions made by these managers, which is slightly different in its meaning to confidence in the team per se.
Employees’ perception that the results of this survey will be acted on, by department managers and the SMT are both more favourable than the same perceptions reported by other organisations, both in the Comparator Group and the Civil Service as a whole.
[bookmark: _Toc227563901][bookmark: _Toc264638292]Table 5: Leadership effectiveness
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I think that managers in my department will act on the results of this survey/
I believe that managers where I work will take action on the results from this survey
	53
	45
	+8
	56
	+3

	I think that the Senior Management Team (SMT) will act on the results of this survey/
I believe that senior managers in the organisation will take action on the results from this survey
	45
	37
	+8
	54
	+9

	Overall, I have confidence in the Senior Management Team (SMT)/
Overall, I have confidence in the decisions made by organisation's senior managers
	48
	36
	+12
	56
	+8

	Table 6 cont.d
	Standards 
for
England 
	Civil
Service
Average
	Difference
With
Civil
Service 
Average
	Comparator Group Average
	Difference
With
Comparator
Group
Average

	I believe that the decisions and behaviours of the Senior Management Team (SMT) are consistent with the organisation's values/
I believe the actions of senior managers are consistent with organisation's values
	47
	39
	+8
	57
	+10

	The organisation as a whole is well managed/
I feel the organisation as a whole is managed well
	41
	40
	+1
	61
	+20

	I receive regular recognition or praise from my line manager or others for doing good work
	73
	N/A
	N/A
	N/A
	N/A

	My manager recognises when I have done my job well
	N/A
	76
	N/A
	79
	N/A



The lower shaded rows are similar but not directly comparable, due to the words ‘regular’, ’praise’, and ‘or others’ in the SfE measure.
[bookmark: _Toc227563842][bookmark: _Toc265067835]
Organisational change
On the one element of organisational change where a direct comparison is available ‘the organisation communicates change effectively’, Standards for England performs above the Civil Service Average by sixteen percentage points. 
Standards for England performs at the same level as the comparator benchmark organisations.
[bookmark: _Toc227563902][bookmark: _Toc264638293]Table 6: Organisational change
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I feel that change is well managed in the organisation/
I feel that change is managed well in the organisation
	43
	27
	+16
	43
	0





[bookmark: _Toc227563843][bookmark: _Toc265067836]The culture and efficiency of the organisation
Scores relating to the culture and efficiency of the organisation are provided below.
SfE performs particularly well in relation to the readiness of staff to speak up and challenge the ways things are done without fear of reprisal (24 percentage points ahead of the Civil Service average and 11 ahead of the group average).
After the first two rows, the statements are not directly comparable and therefore percentage points difference are not shown. Shading demarcates which statements relate to similar themes, and SfE can be considered to perform broadly at a similar level as the other Civil Service organisations assessed, particularly in terms of fairness and respect at work.
[bookmark: _Toc227563903][bookmark: _Toc264638294]Table 7: Culture and efficiency
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I can speak up and challenge the way things are done in the organisation without fear of reprisal/
I think it is safe to challenge the way things are done in the organisation
	63
	39
	+24
	52
	+11

	People in my department are encouraged to come up with innovative solutions to work related problems/
The people in my team are encouraged to come up with new and better ways of doing things
	68
	68
	0
	76
	-8

	The organisation is too lenient with people who perform poorly here
	33 
(disagree)
	N/A
	N/A
	N/A
	N/A

	Poor performance is dealt with effectively in my team 
	N/A
	38 
(agree)
	N/A
	42 
(agree)
	N/A

	I am treated with fairness and respect
	81
	N/A
	N/A
	N/A
	N/A

	I am treated fairly at work
	N/A
	79
	N/A
	81
	N/A

	I am treated with respect by the people I work with
	N/A
	85
	N/A
	85
	N/A

	
	Standards
 For
 England
	Civil 
Service 
Average
	Difference  
with Civil Service 
Average
	Comparator Group Average
	Difference  with Comparator Group Average

	My department strives to find ways to serve customers (internal/external) better
	83
	N/A
	N/A
	N/A
	N/A

	The people in my team work together to find ways to improve the service we provide
	N/A
	79
	N/A
	81
	N/A

	Staff are treated equally regardless of their background, beliefs or personal circumstances
	75
	N/A
	N/A
	N/A
	N/A

	I think that the organisation respects individual identities (e.g. cultures, working styles, backgrounds, ideas etc)
	N/A
	71
	N/A
	78
	N/A


[bookmark: _Toc227563844]


[bookmark: _Toc265067837]Personal career development and performance management
Standards for England performs quite well compared with the benchmarks concerning fair performance evaluation by the manager and receiving a sense of personal accomplishment through work (5 and 1 percentage points respectively behind the Civil Service averages).
However, SfE is behind the benchmark averages in terms of there being opportunities to develop a career at the organisation, and receiving sufficient training to do the job well (18 percentage points behind the Civil Service average).
[bookmark: _Toc227563904][bookmark: _Toc264638295]Table 8: Personal career development and performance management
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	There are opportunities for me to develop my career at Standards for England/
There are opportunities for me to develop my career in the organisation
	25
	39
	-14
	37
	-12

	I think my performance is evaluated fairly by my manager/
I think that my performance is evaluated fairly
	68
	63
	+5
	67
	+1

	My work gives me a sense of personal accomplishment
	75
	74
	+1
	77
	-2

	The learning, training and development I have received is helping me to develop my career/
Learning, training and development activities I have completed while working for the organisation are helping me to develop my career
	43
	44
	-1
	48
	-5

	I have clear, measurable work objectives/
I have clear work objectives*
	64
	72
	-8
	79
	-15


[bookmark: _Toc227563845]*The statement relating to the setting of work objectives on the bottom row above is slightly wider in its meaning in the SfE survey due to the word ‘measurable’ being used in addition to ‘clear’. This may have brought down the SfE average in comparison, since it requires the respondent to consider whether the organisation has fulfilled two elements rather than just one.

	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	The learning, training and development I have received is helping me to develop my skills and competencies
	65
	N/A
	N/A
	N/A
	N/A

	Learning and development activities I have completed in the past 12 months have helped to improve my performance
	N/A
	51
	N/A
	55
	N/A

	I receive sufficient training to do my job well
	69
	N/A
	N/A
	N/A
	N/A

	I have the skills I need to do my job effectively
	N/A
	87
	N/A
	89
	N/A


The rows above relate to statements that are not directly comparable, but which concern similar issues around the perceived impact of learning and training received.



[bookmark: _Toc265067838]Work-life balance and resources
Standards for England performs well against the available benchmarks concerning work-life balance and resources. 
Standards for England achieves scores which are percentage points ahead of the benchmarks on all elements, in particular ‘I have and acceptable workload’ (+12), and ‘I am able to achieve the right balance between my work life and home life’ (+9), followed by ‘I have the equipment and tools I need to do my job effectively’ (+4 and +2).
[bookmark: _Toc264638296]Table 9: Work-life balance and resources
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I am able to achieve the right balance between my work life and home life/
I achieve a good balance between my work life and my private life
	77
	68
	+9
	68
	+9

	I have an acceptable workload
	72
	60
	+12
	60
	+12

	I have the equipment and tools I need to do my job effectively/
I have the tools I need to do my job effectively
	76
	72
	+4
	74
	+2





[bookmark: _Toc227563846][bookmark: _Toc265067839]Recognition and reward
On elements of recognition and reward Standards for England compares extremely favourably with other organisations. This is particularly the case in relation to the benefits package, where SfE is 48 percentage points ahead of the Civil Service average and 41 ahead of the group average. Comparing their pay with people doing similar jobs in other organisations again SFE is significantly ahead (+24 and +16 percentage points). Still comparing favourably, but to a slightly lesser extent, is pay as an adequate reflection of performance (+11 and +3) while the SfE average is somewhere in between that of the Civil Service as a whole and the Comparator Group average, on feeling recognised and valued for one’s work (+5 and -3). 
[bookmark: _Toc227563906][bookmark: _Toc264638297]Table 10: Recognition and reward
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I feel that my pay adequately reflects my performance
	47
	36
	+11
	44
	+3

	I feel my pay is reasonable in comparison to people in similar jobs in other organisations/
Compared to people doing a similar job in other organisations I feel my pay is reasonable
	57
	33
	+24
	41
	+16

	I feel my pay is reasonable in comparison to other people working in this organisation
	45
	N/A
	N/A
	N/A
	N/A

	Overall, I feel the organisation rewards its employees appropriately
	67
	N/A
	N/A
	N/A
	N/A

	I feel valued and recognised for the work I do/
I feel valued for the work I do
	67
	62
	+5
	70
	-3

	I feel that I have a good benefits package (e.g. holidays, pension)/
I am satisfied with the total benefits package
	92
	44
	+48
	51
	+41


[bookmark: _Toc227563847]

[bookmark: _Toc265067840]Internal communications
Based on the three comparisons that are available from other organisations in the Civil Service it would appear that Standards for England falls a small way behind in terms of internal communications. 
SfE is three percentage points behind the Civil Service average in terms of doing a good job of keeping employees informed about matters affecting them and being seen to provide the information needed to enable employees to do their job well. 
The Comparator Group are ahead of the Civil Service average here, such that SfE is behind by 9 and 8 percentage points respectively.
[bookmark: _Toc227563907][bookmark: _Toc264638298]Table 11: Internal communications
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	The organisation does a good job of keeping me informed about matters affecting me
	53
	56
	-3
	62
	-9

	I get the information I need to do my job well
	60
	63
	-3
	68
	-8





[bookmark: _Toc227563848][bookmark: _Toc265067841]Engagement with the organisation and overall satisfaction
Only one statement is sufficiently similar to questions posed in the benchmark surveys to enable comparison, which relates to the likelihood of staff recommending the organisation as a place to work. This is high compared with the average across the Civil Service, outperforming this average by 17 percentage points.  When compared against the Comparator Group, the averages are identical.
The lower shaded rows identify statements that are too different to use for the purposes of direct comparisons but which are on a similar theme and may be of interest contextually. 
[bookmark: _Toc227563908][bookmark: _Toc264638299]Table 12: Engagement with the organisation and overall satisfaction
	 
	Standards for England 
	Civil Service Average
	Difference  with Civil Service Average
	Comparator Group Average
	Difference  with Comparator Group Average

	I would recommend the organisation as a good place to work/
I would recommend the organisation as a great place to work
	65
	48
	+17
	65
	0

	It would take a lot to get me to leave the organisation
	36
	N/A
	N/A
	N/A
	N/A

	I believe strongly in the purpose and objectives of the organisation
	69
	N/A
	N/A
	N/A
	N/A

	I feel a strong personal attachment to the organisation
	N/A
	45
	N/A
	60
	N/A

	I am proud when I tell others I am part of the organisation
	N/A
	56
	N/A
	71
	N/A


[bookmark: _Toc265067842]Multivariate Analysis (Key Drivers of Satisfaction/Advocacy)
Multivariate analysis reveals that the six statements listed below are most associated with job satisfaction, making these the elements that SfE should focus most heavily on in the coming months. Rankings, denoted by correlations are shown next to each statement, where improvements in the higher ranked factors are likely to achieve the biggest impact.  Following the rankings are shown percentages representing the proportion of respondents who gave a favourable response (agree or strongly agree). Where the percentages are lower, there is greater opportunity for improvement:-
Being treated with fairness and respect (0.71) (81%)
The team being fun to work in (0.62) (67%)
The line manager encouraging upward feedback (0.65) (65%)
The line manager contributing well to the development of the team within the department (0.42) (52%). Caution is advised here – there is a positive correlation between contribution and job satisfaction when taken independently, but when we factor in the influence of other variables, we find that greater contribution from the line manager leads to decreasing job satisfaction. This does not mean that contribution should be lessened, but care should be taken if line managers are driving team development at the expense of other more pressing concerns. 
Feeling involved in decisions that affect their work (0.67) (63%)
Feeling valued and recognised for the work they do (0.66) (67%)
These statements focus less heavily on strategic elements, such as perceptions of Board or SMT management, and very much on how staff are treated within their job on a day-to-day basis. Line managers have a pivotal role in development, as well as providing effective linkage to higher management in terms of relaying staff concerns and suggestions upwards, and facilitating involvement in decisions for those in their charge. 
In 2009, the multivariate analysis concentrated on statements that were most associated with a propensity to recommend the organisation to others. The regression identifies one factor[footnoteRef:5] and four statements as having the strongest association with recommendation; there is some cross-over with the six statements associated with job satisfaction in the previous regression: [5:  A factor is essentially a cluster of multiple statements which have a high degree of logical as well as statistical similarity.] 

Being treated with fairness and respect (0.65) (81%)
Innovation, which encompasses elements of ‘encouraging innovate solutions to problems’, ‘the organisation encouraging innovation’, and ‘the department striving to find ways to serve customers better’ (0.51) (as this is a factor, results are not based on a simple 1-5 scale, so proportional agreement is not applicable here)
Having a clear understanding of the purpose and objectives of the department (0.27) (87%). However, understanding and recommendation becomes an inverse relationship when we take all statements and factors into account. The implication may again be that whilst extremely important, it can be detrimental if overemphasised ahead of other factors. More than any other issue, it is a case of getting the balance right between this and other elements of the respondent’s job.
The team being fun to work in (0.63) (67%)
Learning, training and development is helping to develop career (0.40) (43%).


[bookmark: _Toc265067843]Appendix 1 – Multivariate Analysis in detail
[bookmark: _Toc227563853]Further analysis has been carried out to identify the key drivers of employee satisfaction in Standards for England. In a regression, we search for the optimum model that would explain the maximum amount of variance in a dependent variable. In this case, the dependent variable can either be ‘satisfaction with the job’, or ‘propensity to recommend the job to others’. The latter was adopted in the previous year’s survey, but models have been examined for both dependent variables this year. The regression would show which set of independent variables (i.e. all other questions[footnoteRef:6]) cause the greatest level of change in the dependent.  [6:  Excepting the remainder of Q12 from which satisfaction and recommendation are taken. The proximity of other elements of Q12 within the questionnaire, and the high level of logical tautology between elements in Q12 would severely bias any regressions.] 

A notable problem in this survey is the high degree of logical tautology between variables – i.e. there are a large number of paired variables that have essentially similar meanings, or examine closely-related issues. Such an issue is highly problematic when it comes to regression if these independent variables are subsequently seen to correlate highly with each other[footnoteRef:7] as well as with the dependent variable (multicollinearity). This can lead to a bias in any estimates derived from the regression, and whilst there are approaches to minimise this problem, there is no single one-size-fits-all solution. It is also important to note that this type of analysis is not generally appropriate for benchmarking purposes, particularly given that extra questions have been added to the survey, which can considerably influence regression models. [7:  A statistical as well as logical tautology. Of course, independent variables that have no close logical connection can also be highly correlated. This will differ from one sample to another.] 

As it happens, multicollinearity is less of an issue when job satisfaction is the dependent variable than when propensity to recommend is. There is however no guarantee that this would be true in subsequent years (and indeed last year, recommendation was the more viable option). As such, the following focuses more on drivers of job satisfaction, although drivers of recommendation are touched upon later in the chapter. 
[bookmark: _Toc265067844]A simple model
The simplest type of model would be to take the R value (the correlation) between the dependent variable and each independent variable in turn. This is a less ‘considered’ approach than regression, as a full regression examines correlations and partial correlations between all variables in the model (i.e. variables B and C can have a direct relationship with variable A, but also have a relationship with each other, which subsequently has an indirect impact on variable A).
The Pearson’s R value is measured between -1 and +1. A score of +1 shows a perfect positive correlation between two variables (i.e. as variable A increases, variable B increases by the same extent); a score of -1 shows a perfect negative correlation (i.e. as variable A increases, variable B decreases by the same extent). The following table summarises the ‘top-twenty’ correlations with job satisfaction. Values are ordered by the R2 value, which means that for any negative correlations, the negative sign on the R-value is cancelled out[footnoteRef:8]. Taking Q7 ‘the respondent is treated with fairness and respect’, the R2 value signifies that this variable alone accounts for 50.4% of the variance observed in overall job satisfaction if no other variables are taken into account. The indexed score then shows that being treated with fairness and respect would be approximately twice as strong a predictor than an typical average variable, and feeling involved in decisions that affect work approximately 1.8% times a stronger predictor.  [8:  Although there are no instances here which make it onto the list.] 

	
	R
	R2
	Index

	
	
	
	

	Q7. I am treated with fairness and respect
	.710
	.504
	2.032

	Q2. I feel involved in decisions that affect my work
	.670
	.449
	1.807

	Q10. I feel valued and recognised for the work I do
	.656
	.430
	1.731

	Q3. My line manager encourages upward feedback
	.652
	.425
	1.711

	Q7. People in my department are encouraged to come up with innovative solutions to work related problems
	.648
	.420
	1.693

	Q3. My line manager acts on my ideas and suggestions
	.640
	.410
	1.651

	Q7. I believe that the organisation encourages innovation
	.638
	.407
	1.638

	Q8. I think my performance is evaluated fairly by my manager
	.629
	.396
	1.593

	Q3. I receive regular recognition or praise from my line manager or others for doing good work
	.626
	.392
	1.581

	Q11. My team is fun to work in
	.617
	.381
	1.533

	Q10. Overall, I feel the organisation rewards its employees appropriately
	.615
	.379
	1.525

	Q3. My line manager motivates and inspires me to be more effective in my job
	.613
	.375
	1.512

	Q1. I am sufficiently challenged and motivated in my work
	.608
	.369
	1.488

	Q5. I believe that the decisions and behaviours of the Senior Management Team (SMT) are consistent with the organisation's values
	.602
	.363
	1.462

	Q5. I think that the Senior Management Team (SMT) will act on the results of this survey
	.596
	.355
	1.431

	Q3. My line manager gives me regular feedback on how I am doing
	.590
	.348
	1.401

	Q3. My line manager has contributed well to my development at work
	.588
	.346
	1.395

	Q8. The organisation takes the well-being of staff seriously
	.586
	.343
	1.383

	Q6. The organisation communicates change effectively
	.583
	.340
	1.369

	Q3. My line manager listens to my ideas and suggestions
	.583
	.340
	1.368

	Q3. My line manager makes clear what is expected of me
	.580
	.337
	1.357


[bookmark: _Toc265067845]The regression model
As indicated previously, the regression model provides a more considered result than the simple correlation table above, insofar as it examines more complex relationships between the dependent variable and all the independent variables we are including in the model. The entire model in the following table accounts for 79.9% of the variance in job satisfaction[footnoteRef:9], which is a high figure, so the model is a good fit in terms of being able to explain what influences job satisfaction. The key columns to look at here are: [9:  The remaining 20.1% would be a combination of ‘noise’ (i.e. cases that do not fit exactly to the ideal), ‘excluded’ variables that were fed into the model but had no significant impact, and the unknown factors that were not included on the questionnaire. With the latter issue in mind, it would be theoretically impossible for any model to account for 100% of the variance in the dependent variable.] 

Collinearity tolerance: a figure of <=0.3 would indicate a high level of correlation between the independent variables, which would produce a biased result. A figure as close as possible to 1.0 is preferred, but the results here are acceptable. Collinearity VIF (Variance Inflation Factor) confirms the tolerance above. Results <=3.0 are preferred here, a figure in the region of 10.0 would be of substantial concern.
Sig(nificance): all figures are below 0.05, so all of these variables have a significant effect on increasing the explanatory power of the model.
B and β (beta). β values only come into play when independent variables are on a different scale, so this is not a problem here. So taking Q7 (being treated with fairness and respect), we see from the B value, that a rise in Q7 of one unit would be associated with a change in job satisfaction of +0.327 units. This is provided that all other variables remain constant. So generally, these six aspects, acting together, are what explain job satisfaction most effectively.
Further down the list, we see that a rise of one unit in Q3 (line manager contributing to the development of the team within the department) is associated with a fall in job satisfaction of 0.246 units when the other terms in the model remain constant. Although this is a negative relationship, the B-value of -.246 is greater in magnitude than some of the more positive relationships (such as feeling involved in decisions, feeling valued and recognised). 
It does nevertheless present a difficulty in terms of interpretation, in that we wouldn’t purposely seek to reduce line managerial contribution (indeed, the direct correlation between job satisfaction and line managerial contribution is positive when we ignore the influence of other factors). One issue we would point out however is that the question itself could perhaps benefit from clearer explanation; the wording of the question could be interpreted as:
- Whether the line manager had any role in driving team development, or is it a case that team development is being driven by other factors or people?
- Whether, if the line manager does have a role in driving team development, their attempts seen as effective? If may be possible that individual approaches to team building are seen as inappropriate or obtrusive; this research cannot answer those questions, but it is perhaps the basis for inclusion and clarification in any follow-up surveys. 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	(Constant)
	.000
	.195
	
	.001
	.999
	
	

	Q7. I am treated with fairness and respect
	.327
	.094
	.280
	3.493
	.001
	.568
	1.759

	Q11. My team is fun to work in
	.299
	.072
	.326
	4.163
	.000
	.598
	1.671

	Q3. My line manager encourages upward feedback
	.280
	.079
	.322
	3.530
	.001
	.439
	2.279

	Q3. My line manager has contributed well to the development of the team within my department
	-.246
	.080
	-.275
	-3.077
	.003
	.457
	2.189

	Q2. I feel involved in decisions that affect my work
	.193
	.066
	.235
	2.940
	.005
	.575
	1.740

	Q10. I feel valued and recognised for the work I do
	.193
	.075
	.223
	2.581
	.013
	.491
	2.036


[bookmark: _Toc265067846] The composite model
The same six variables which most explain employee satisfaction or recommendation in Standards for England have been used to produce a Composite Satisfaction Model, which produces a composite Satisfaction Score of 64.78. Generally, composite satisfaction scores in the high 70s up to the mid-80s are considered good, so the Standards for England score of 64.78 reveals that there is reasonable room for improving satisfaction levels within the organisation.
Of the six key factors, those with the highest R score will produce the highest gains if you disregard the indirect influence of any other factors (therefore, when ranking influential issues, the B-values of the previous regression model are preferred). The following table summarises these factors in order of R score, and also shows the current mean score for each of the factors. These mean scores are reversed from the questionnaire (where 5 represented ‘strongly disagree’ and 1 represented ‘Strongly agree’), to a scale where 1 now equals ‘strongly disagree’, and 5 equals ‘strongly agree’.
	
	R
	Mean 
agreement
()
	Efficiency E ((-1)*25)
	R*E

	
	
	
	
	

	Q7. I am treated with fairness and respect
	.710
	3.91
	72.8
	51.7

	Q2. I feel involved in decisions that affect my work
	.670
	3.39
	59.8
	40.0

	Q10. I feel valued and recognised for the work I do
	.656
	3.40
	60.0
	39.3

	Q3. My line manager encourages upward feedback
	.652
	3.66
	66.5
	43.3

	Q11. My team is fun to work in
	.617
	3.73
	68.3
	42.1

	Q3. My line manager has contributed well to the development of the team within my department
	.417
	3.36
	59.0
	24.6

	Composite score ((sum(R*E)/sum(R))
	
	
	
	64.78


[bookmark: _Toc265067847]Recommendation as a dependent variable
As already stated, there is a high level of multicollinearity between the propensity to recommend and the various independent models used in the prior analysis (therefore, the collinearity tolerance and VIF results as shown previously fall outside usually acceptable parameters). Potential solutions to the issue which retain all variables within the regression were unsuccessful; however factor analysis was successful in pairing any ‘problem’ variables with other variables of a similar logical meaning, so:
‘Providing adequate communication with staff about changes during consultation’, and ‘there is adequate communication and consultation with staff about business related change before it is implemented’, were successfully combined into a single new factor component called change communication.
‘People in my department are encouraged to come up with innovative solutions to work related problems’, ‘I believe that the organisation encourages innovation’, and ‘My department strives to find ways to serve customers (internal/external) better’, were successfully combined into a single new factor component called innovation.  
These factor components now replaced the original variables in the regression, and the issues with multicollinearity were resolved. In this case, independent variables are ordered by their β value rather than B-value as factor components are scaled differently. There is again a negative association in the model, between the propensity to recommend and a clear understanding of the purpose and objectives of the department.
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	(Constant)
	.952
	.289
	 
	3.299
	.002
	 
	 

	Q7. I am treated with fairness and respect
	.532
	.098
	.447
	5.447
	.000
	.732
	1.367

	FACTOR: Innovation
	.428
	.088
	.405
	4.870
	.000
	.712
	1.404

	Q4. I have a clear understanding of the purpose and objectives of my department
	-.421
	.097
	-.352
	-4.338
	.000
	.747
	1.339

	Q11. My team is fun to work in
	.276
	.082
	.295
	3.373
	.001
	.641
	1.561

	Q8. The learning, training and development I have received is helping me to develop my career
	.228
	.078
	.233
	2.941
	.005
	.781
	1.280


The composite score for these five elements stands at 66.3, higher than the 60.1 reported in the previous survey. The individual independent variables that make up the model are however entirely different to the previous survey (only learning, training and development is common to both), so for benchmarking purposes, this composite is of limited comparability to the previous survey.
	
	R
	Mean 
agreement
()
	Efficiency E ((-1)*25)
	R*E

	
	
	
	
	

	Q7. I am treated with fairness and respect
	.653
	3.91
	72.8
	47.5

	Q11. My team is fun to work in
	.628
	3.73
	68.3
	42.9

	FACTOR: Innovation
	.508
	3.44
	61.0
	31.0

	Q4. I have a clear understanding of the purpose and objectives of my department
	.270
	4.03
	75.8
	20.5

	Q8. The learning, training and development I have received is helping me to develop my career
	.397
	3.11
	52.8
	20.9

	Composite score ((sum(R*E)/sum(R))
	
	
	
	66.30


Had the regression identified exactly the same independent variables to feed into the composite model as those reported in 2009, then the composite satisfaction score would have shown a modest increase from 60.1 to 61.7. Taking the changes in the product of R and efficiency in the table below, then there is considerable movement (the organisation keeping people informed, and confidence in the SMT showing positive change, learning, training and development and the role meeting expectations showing negative movement.
	Replication of 2009 model
	2009
	2010
	

	
	R*E
	R*E
	Difference

	The role I am undertaking meets my expectations
	59.62
	32.96
	-7.17

	I can speak up and challenge the way things are done in the organisation without fear of reprisal
	57.69
	29.90
	-2.59

	The organisation takes the well-being of staff seriously
	73.85
	43.45
	2.25

	I feel valued and recognised for the work I do
	55.08
	34.99
	8.01

	The learning, training and development I have received is helping me to develop my career
	61.54
	20.93
	-9.31

	Overall, I have confidence in the Senior Management Team (SMT)
	46.54
	31.46
	10.43

	I have the equipment and tools I need to do my job effectively
	68.46
	18.60
	-5.66

	The organisation does a good job of keeping me informed about matters affecting me
	56.92
	34.52
	15.27


[bookmark: _Toc265067848]Factor analysis
Factor analysis is a technique which reduces a large number of variables into a smaller number of latent classes or components which each retain an element of the information from the original variables and also ‘weight’ the influence of each of the original variables within the latent classes by what is known as factor loading (this is as opposed to say taking a mean of means of multiple variables). Factors have already been used in the previous section to address the issue of multicollinear independent variables, and generally, where such a large number of independent variables exist in a study, more extensive use of factor analysis may often be used to provide a more succinct analysis.
For this study, factor analysis has previously been used to provide a structure to the reporting, so key desirables when running factor analysis have been less to the fore, namely that:
The variables that make up new latent classes should have some logical linkage (as seen in the previous section when innovation issues tended to cluster together into a single component). This is not always possible on any given dataset, in which case factor analysis is often disregarded. We have however attempted where possible to define each of the individual latent class with an individual descriptive heading, although these are often necessarily vague, or encompassing multiple ideas. Taking Q3 overleaf (line management) as an example, the six latent classes have been entitled ‘receptive & communicative’, ‘personal development’, ‘wider development & decision-making’ etc. The key individual statements within each latent class (those emboldened) share a degree of logical connection). 
The number of latent variables created from each question set is usually derived from the Kaiser criterion or a scree plot, which in the case of this data set tends to produce two or three factors per question set. The previous model was to define three or six latent classes per question set, and as the purpose of the exercise is to split up the report into more manageable chunks, this approach has been replicated here.
The results of the factor analysis for each set of questions are below. Figures highlighted in bold identify the statements that belong in the same component or factor group and have therefore been charted together in the main section of the report. PCA (Principal Component Analysis) with Varimax rotation is the method employed.
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The following tables show the full results for all the organisations used in calculating the Benchmark Scores. In some cases the Benchmark Score has been derived from just one organisation, in other cases an average score has been calculated across a number of organisations where comparable data is available.
[bookmark: _Toc227563913][bookmark: _Toc264638300]Table 13: Benchmark results including organisations used for benchmarking purposes
	 Q3 – line management
	Component

	
	Receptive & communicative
	Personal development
	Wider development & decision-making
	Performance review
	One-on-one time
	Clear objectives

	Q3. My line manager motivates and inspires me to be more effective in my job
	0.422
	0.622
	0.428
	0.319
	0.194
	0.165

	Q3. My line manager listens to my ideas and suggestions
	0.789
	0.326
	0.249
	0.261
	0.196
	0.007

	Q3. My line manager acts on my ideas and suggestions
	0.651
	0.387
	0.215
	0.386
	0.345
	-0.1

	Q3. My line manager helps me to understand how I contribute to the vision for the organisation
	0.313
	0.826
	0.154
	0.207
	0.233
	0.152

	Q3. My line manager has contributed well to my development at work
	0.272
	0.671
	0.5
	0.254
	0.228
	-0.077

	Q3. My line manager has contributed well to the development of the team within my department
	0.29
	0.195
	0.8
	0.324
	0.031
	0.18

	Q3. I have confidence in the decisions my line manager makes
	0.331
	0.304
	0.762
	0.09
	0.362
	0.003

	Q3. My line manager encourages upward feedback
	0.724
	0.301
	0.292
	0.357
	0.059
	0.128

	Q3. My line manager communicates effectively
	0.716
	0.162
	0.382
	0.195
	0.218
	0.359

	Q3. I have regular one-to-ones with my line manager
	0.161
	0.207
	0.143
	0.132
	0.916
	0.072

	Q3. My line manager makes clear what is expected of me
	0.312
	0.474
	0.315
	0.178
	0.461
	0.498

	Q3. My line manager gives me regular feedback on how I am doing
	0.293
	0.344
	0.232
	0.659
	0.445
	0.107

	Q3. I receive regular recognition or praise from my line manager or others for doing good work
	0.358
	0.197
	0.22
	0.847
	0.073
	0.056

	Q4 - the Standard Board's objective & visions
	Component

	
	Top-level strategy
	Role of the department
	Role of the individual

	Q4. I understand how my work contributes to the objectives of the organisation
	.230
	.265
	.929

	Q4. I understand how my work contributes to the objectives of my department
	.091
	.895
	.333

	Q4. I believe the Senior Management Team (SMT) has a clear vision for the future of Standards for England
	.861
	.190
	.106

	Q4. I have a clear understanding of the purpose and objectives of Standards for England
	.878
	.154
	.263

	Q4. I have a clear understanding of the purpose and objectives of my department
	.568
	.727
	.068














	Q5 - leadership effectiveness
	Component

	
	Effective and co-ordinated strategic managements
	Effective departmental management
	Responsive & communicative SMT
	Board is remote
	Communicative SMT
	Understands role of Board

	Q5. Overall, I have confidence in the Senior Management Team (SMT)
	.853

	.329
	.129
	-.068
	.223
	.092

	Q5. The organisation as a whole is well managed
	.752
	.325
	.362
	-.117
	.196
	.154

	Q5. My Head of Department contributes well to the development of the department
	.419
	.840
	.131
	-.018
	.192
	.015

	Q5. My Head of Department is a good role model for the department
	.357
	.859
	.206
	.033
	.116
	-.087

	Q5. I think that the Senior Management Team (SMT) will act on the results of this survey
	.537
	.381
	.546
	-.056
	.294
	.149

	Q5. I think that managers in my department will act on the results of this survey
	.504
	.519
	.317
	.064
	.397
	.182

	Q5. The Senior Management Team (SMT) demonstrate good leadership
	.815
	.304
	.193
	-.129
	.275
