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Thank you to all those who completed this year’s staff survey. We are really pleased that 88% of staff completed it which was an even higher percentage than last year (81%). The purpose of running the survey was to gather insights from staff on levels of satisfaction. This in turn will help us improve our working practices and indicate the “health” of the organisation. Running the survey 12 months later was important for us to see what had changed in terms of staff satisfaction over the period, and again to understand your views and perceptions of the organisation and how you feel now about working for SfE.
We recognise that the last 12 months have been challenging having gone through significant changes; we have restructured the organisation and we changed our pay and grading structure. For those of you that have been with us for some time, we recognise that the organisation has changed many times over the years, in response to both internal and external drivers. Since completing this year’s survey, we are also now having to deal with the Government’s intention regarding our future. So it is against this backdrop SMT provide a response to the survey results.

In publishing the full survey, we want to provide a response to the findings. This document provides an SMT view on the results and what we plan to do going forward but our actions will obviously now have to be set in the context of our current situation. We may not be able to do as much as we would have wished to do, both due to our recent budget cuts and also because of the Government’s intention around abolition.

We hope you take the time to read the full survey, which includes an executive summary. We have looked at the findings and have interpreted the results.

Last year, a number of key issues were raised. In particular levels of satisfaction with the senior leadership team were quite low. Another key finding last year was a lack of clarity around the role of the organisation and our strategic objectives. As both were significant issues, we recognised that levels of satisfaction within this organisation could only increase if these specific issues were addressed at the very highest level. So last year we made a number of changes both to our structure and developing our three corporate objectives.  
So what of this year’s survey? There are certainly some improvements in the results. However we are not complacent and recognise that in some areas we haven’t done as well as we would have liked and in a couple of areas satisfaction has reduced markedly.

We are obviously disappointed that overall satisfaction with SfE as a place to work has remained unchanged from 2009. We had hoped that this would have increased following our change in role to that of a strategic regulator. But we recognise there were other changes that may have impacted on levels of satisfaction.
Our response is set out in four sections:

1
The improvements since last year

2
Where satisfaction has stayed the same or worsened compared to last year

3
How we compare to the civil service in general

4
Next steps
In each section, where we can we will say what we intend to do to address a particular issue. Where we are unable to do this, we will say why and identify any mitigation that we can put in place.

1 Improvements since last year

So let’s start with the good news. We are pleased that there was an increased number of staff saying that the organisation is managed well (41% compared to 23% last year) and that people are clearer now about understanding how decisions are made. These elements were a crucial element of the work we did as part of organisational design (OD) and we are satisfied that all effort in getting our design right, has really made a difference to your experience at work. Good management of people and resources will continue to be a vital part of our operation and even in these uncertain times, we want to continue to be a well managed organisation.
Last year, staff made their views on SMT very clear and it is pleasing that this year the percentage of staff who say that SMT demonstrate good leadership has increased (39% compared to 12% last year). Again this was what we wanted to achieve through OD and by making sure both our structure and those people in senior positions added value to the organisation.  Here we compare well to other civil service organisations but we aim higher than this figure. Considering the amount of change we have had over the last 12 months, we are particularly pleased that there has been an increase in staff agreeing that change is well managed (43% compared to 18% last year) and that SMT are effective at initiating and leading change.
Being valued at work is very important to us all and in this survey we have seen an increase in the percentage of staff feeling valued and recognised for the work they do. Recognition and reward were key issues that we tried to address last year and we hope that our actions in this regard helped contribute to these positive results. However with the tough financial times ahead, we may not be able to financially reward people for their hard work but staff who continue to contribute will should be recognised for their efforts.
In terms of pay, a key aim last year was to implement a fair and transparent pay and grading structure and we achieved this. Whether the results are connected or not, we are pleased that the percentage of staff who feel they are rewarded appropriately increased compared to last year (45% compared to 34% last year).
Another big issue last year was that there was a lack of clarity around departmental and SfE objectives. This was understandable perhaps with our change in role and with us needing to position ourselves in a way that would allow us to take on the role of regulator. We know that there was a certain amount of uncertainty amongst staff on what being a regulator actually meant or at least what it meant for SfE. This year’s survey suggests that greater numbers of staff have that clarity both around the role of the organisation and our objectives but also the role of individuals departments. Although this is a pleasing result, it is tempered by the position we now find ourselves in terms of our future.

We are also pleased that communication has improved since last year both in terms of communications between departments which was a big issue for all of us and the way line managers communicate with staff. Despite our current situation, the Publishing team are working hard in developing our intranet further (we hope you will agree with us that it looks much better), we are publishing more information on the intranet (minutes of meetings, blogs etc) to improve communication and we will continue to meet regularly as an all staff group to deal with our current pressing matters.
We are pleased that the majority of staff still feel they are treated with fairness and respect although we note the gender difference with more men than women agreeing with this statement (89% versus 63%) and there are some staff who strongly disagree. We will ensure that managers are reminded of their role in this.
So overall despite lots of conflicting issues there are many things that we are pleased about; we are pleased that there have been improvements in some of these key areas which we know were of concern to you.

2
Where satisfaction has stayed the same or worsened.
So moving onto the issues where there has been no improvement or where satisfaction is lower than last year. In reading the results, we can understand some of the findings. In particular we understand that morale is low and that in a small organisation career development to the next level isn’t always possible. Without speaking to individuals it is difficult however to understand specifics; this survey gives us an overall summary and some verbatim comments but we can’t go beyond that. We are not sure if morale is low because of OD, the new pay structure or any other reason. Clearly with fewer than 3 in 10 agreeing with the statement that morale is good here, we certainly need to address this and our current situation is hardly helping. 
Training in this organisation has always been a hotly debated issue. In the past it could be said that we have “over trained” people and we recognised that. We had started to develop our plans for training prior to the Government announcement, with a view to really focussing on what we can do to support people in their roles and developing our many talented people for the future. We are now having to refocus our strategy which we hope can assist people for future employment but also ensure that the workforce that remains with us has the skills and knowledge to continue to do their jobs well. Over the coming months this will be shared with staff. However we won’t be able to do everything that we wanted to do due to budget constraints.
In terms of career progression, we recognise the difficulty we have here as we are small with many unique roles. We also understand that as a consequence of OD creating flatter structures to improve efficiency and accountability, some layers in the structure were disestablished. This in turn may have reduced opportunities for future career progression. However we needed that structure to deliver our corporate objectives.
We are however pleased that staff in the lower salary bands feel positive about their line managers contribution to their development. Certainly one of the positive outcomes of OD was the promotion of our many talented people into new roles in the organisation. It is interesting that one individual comments on the performance review process being top down and not “360 degrees”. This had already been raised by staff and we were beginning to look at this but have been overtaken by events. However it is still something we can consider for next year.
Last year there was general dissatisfaction with the senior team. This year there appears to be evidence of dissatisfaction with line managers, particularly around confidence in decision making and line managers motivating and inspiring people. We certainly need to address this as these are core leadership attributes. We are disappointed that fewer staff than last year appear to be having regular 1to1s with their line manager (77% compared to 80%). This is not acceptable and needs to be addressed by managers.
Unfortunately we have seen a decrease in levels of satisfaction with line managers in terms of contributing to employee development and the confidence in their decision making. Having good line managers in place is important but we recognise how vital it will be over the coming months and we will do everything possible to ensure managers are effective and given the tools they need to support staff and also make decisions.

Verbatim comments are always interesting and really do paint a picture. Not everyone provided a comment so we need to put them into perspective when trying to understand them. Some comments we can really understand but others we don’t recognise and would like to understand more, although as the comments are anonymous this is impossible.
3
How do we compare to other organisations?

Here there are many positives. SfE staff are more likely to be positive about their ability to speak up, their workload and confidence in SMT (as well as pay and benefits). We are pleased that we have done well in these areas compared to the wider civil service and these are important issues for us.  Not surprisingly given the negative outcomes from the survey, we have done less well in terms of career development. 




The multivariate analysis is useful as it indicated the key influences’ on overall satisfaction being:

· Treated with respect and valued

· Recognition for work and being involved in decision making that affect work

· Having fun (we hope watching the world cup and tennis have helped, although watching England play is never easy or “fun”).
So we will endeavour to concentrate our efforts on addressing these influences as best we can.
4
Next steps

So what are we going to do now?
Where possible given our current situation and the context we now find ourselves in, we will act on these results. We will consider how we can support career development, within the constraints that we find ourselves in. Even with our current situation we may be able to identify opportunities for some people to enhance their skills and experience. We will focus on making sure line managers support and guide staff both in terms of the jobs we are still doing but also through this period of great challenge and uncertainty. Everyone should have regular 1to1 meetings with their line manager. This does not need to be every week but staff should have this support. If this does not happen, staff should speak up and ask for the meetings. 
We will continue to improve our communication and meet regularly both as a whole organisation but also managers are encouraged to meet their teams regularly. Engaging with staff regularly will be a key feature of the way we will work; our staff engagement group can help us here, together with our consultation with PCS and the Staff Council. We will be developing ideas on ways to boost morale at this time as well as asking staff for ideas that may work for us. 












2
1

