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Introduction

Following a combined assessment in is congratulated on achieving We invest in people GOLD
accreditation, and We invest in wellbeing GOLD accreditation.

This is your feedback report. It is presented in two parts and summarises the assessment findings and the
performance levels achieved through an analysis against both Investors in People frameworks, including
assessment survey data, strengths, and potential areas for development. Non-attributable quotes have
been included to add colour to the narrative and illustrate perceptions.

A big thank you...

To all of the team that made the days onsite possible and who contributed to the survey

What’s next?

Gaining accreditation is a brilliant achievement, and a definite reason for celebration. But it’s not the
end of the journey.

When you’ve had a chance to read this report, we’ll explain your results in our feedback meeting.
Together, we’ll discuss any queries arising from this report and consider potential areas for development
to support action planning for continuous improvement.

Your accreditations will last for three years, and we’ll help you create an action plan for what changes
your organisation is going to make over that time. We’ll check in with you regularly to find out how it’s
going and hear about the improvements being made and the impact they are having.

To keep your accreditation, you need to:
= continue to meet (or exceed) the requirements of your award.
= engage with us 12 and 24 months down the line. We won’t be assessing you again, but it’ll give us
the chance to chat through progress against your action plan.
= be reassessed no more than three years from the date of accreditation.

Key dates

12/06/26 02/03/27 02/03/28 02/03/29
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Survey responses

SAMPLE & RESPONSE RATE

Sample Minimum Number of Responses Total Responses Response Rate

120 60 76/120 63%

OVERALL RESPONSE RATE 63%
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INVESTORS IN PECXPLE

We invest in people

Your Feedback against




Congratulations!

INVESTORS IN PE< :PLE

We invest in people Gold

You've achieved We invest in people GOLD accreditation.

Your Accreditation Outcome Wheel
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What you can be proud of...

e The organisation has continued to weather the storms that have been prevalent with
funding challenges and the acquisition of other services.

e Line management is developed and supportive and people always have someone to
motivate and drive them to achieve greater things.

e Your ambitions are well understood, and you seem to spend time thinking carefully about
the skills that you will need in the future to continue to innovate and grow with a high
focus on encouraging people to take training.

¢ You provide salary of a level that is at least as good as your peers and you look to retain
people by developing them and treating them well, encouraging collaboration in everything
that you do.

e People genuinely want to work here and know that they will be able to carve out careers
that suit the skills that they have, this creates a trusting environment with little turnover
of employees and many people staying for considerable periods of time and returners from
those that have left previously.

e Succession has been well planned, and the next generation of leaders are being developed
despite there being limited formal opportunities at the next levels.

What you need to work on...

e Delivering on the next steps of the organisation and creating services for your customers
that respect their requirements and continue to motivate your employees.

e Continuing to take care of your people and develop them to their full potential including
all the training solutions that | know you will provide on ongoing basis to people that will
help improve performance in the organisation and also allow them to develop and fulfill
their ambitions.

e Look at succession in more detail and help people to understand the future that they could
carve out, as discussed with the demographics in the leadership team some more visibility
of what is planned could help give comfort to people as to what the next chapter in the
organisation could look like.

e Having leadership spending more time out with the services so that connectivity with HQ is
front and foremost in everyone’s thoughts.

¢ Consider more benefits and supportive policies for people in the health and coverage areas

as since Covid people are substantially more appreciative of these for themselves and their
families.
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Assessment results:
Your results by indicator

INDICATOR CURRENT
PERFORMANCE

LEADING AND INSPIRING PEOPLE Advanced
LIVING THE ORGANISATION’S VALUES
AND BEHAVIOURS Advanced
EMPOWERING AND INVOLVING Advanced
PEOPLE
MANAGING PERFORMANCE Advanced
RECOGNISING AND REWARDING HIGH Advanced
PERFORMANCE
STRUCTURING WORK Advanced
BUILDING CAPABILITY Advanced
DELIVERING CONTINUOUS IMPROVEMENT Advanced
CREATING SUSTAINABLE SUCCESS Advanced
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Your survey benchmark

The We invest in people benchmark is a single numerical value using all your survey responses per
indicator calculated as a percentage, which are then added together to provide an overall
benchmark value out of 900.

BENCHMARK

The IIP Benchmark shows the overall performance in this survey.

= m 767
] - 728

WE INVEST IN PEOPLE AVERAGE

Y

YOUR INDUSTRY AVERAGE (Social Work Activities incl. charities)

*The scores display are all out of 200
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Your survey results by theme

Themes (Highs and Lows)

STRONGLY AGREE SOMEWHAT AgsETEH:gR SOMEWHAT DISAGREE STRONGLY ~ AVERAGE l DI::;’:E TI‘I:: £
AGREE AGREE DISAGREE DISAGREE DISAGREE SCORE AVERAGE

Your highest themes

Understanding the external context

INDICATOR 9: Creating sustainable 65.8% 27.6% 53% 1.3% 0% 0% 0% 6.6 +0.7

success

Enabling collaborative working 55.3% 36.8% 5.3% 1.3% 0% 1.3% 0% 6.4 +0.4

INDICATOR 6: Structuring work

Adopting the values
INDICATOR 2: Living the organsations — 57.2% 30.3% 7.2% 3.3% 0% 2% 0% 6.4 +0.3

values and behaviours

Improving through internal and

extermal sources 434% 47.4% 6.6% 2.6% 0% 0% 0% 6.3 +0.4

INDICATOR 8: Delivering continuous

improvement

Living the values
INDICATOR 2: Living the organisation’s 50.7% 349% 6.6% 6.6% 0% 1.3% 0% 6.3 +0.4

values and behaviours
Your lowest themes

Recognising and rewarding people
INDICATOR 5: Recognising and 329% 32.2% 13.2% 13.2% 4.6% 3.3% 0.7% 5.6 +0.5

rewarding high performance

Developing leadership capability
INDICATOR 1: Leading and inspiring 28.9% 355% 145% 13.2% 5.3% 1.3% 1.3% 5.6 +0.4

people

Embracing change
INDICATOR @: Creating sustainable 30_3% 263% 1 9,7% 1 1 8% 2,6% 79% 1 .3% 5.4 '0.2

success

Designing an approach to

recognton and reward 30.3% 22.4% 14.5% 17.1% 9.2% 3.9% 2.6% 5.3 +0.3

INDICATOR 5: Recognising and

rewarding high performance

Participating and collaborating
INDICATOR 3. Empowering and 22.4% 30.3% 19.7% 3.9% 6.6% 145% 2.6% 5 -0.4

involving people

Page 10 | Investors in People Combined People & Wellbeing



Your average survey rating by indicator

Indicator summary

Indicator 1

Leading and inspiring people 40.1% 309% 14.1% 7.2% 5.3% 1.6% 0.7% 5.9 +0.3
Indicator 2

Living the organisation’s values and 545% 31.3% 7.1% 4.7% 0.5% 1.8% 0% 6.3 +0.4
behaviours : ’ ’ ' ’ ’ : :
Indicator 3

Empowering and involving people 37.8% 33.6% 13.8% 3.6% 43% 56% 1.3% 5.8 0.0
Indicator 4

Managing performance 46.1% 352% 7.9% 5.9% 3.3% 1.3% 0.3% 6.1 +0.3
Indicator 5

Recognising and rewarding high 345% 27.3% 14.8% 12.8% 59% 36% 1% 5.6 +0.4
performance

Indicator 6

Structuring work 48% 38.2% 6.6% 3.9% 2.6% 0.7% 0% 6.2 +0.3
Indicator 7

Building capability 41.8% 35.8% 8.9% 8.4% 3.9% 08% 03% 6 +0.4
Indicator 8

Delivering continuous improvement 359% 421% 11.8% 7.2% 2% 0.7% 03% 6 +0.3
Indicator 9

Creating sustainable success 43.8% 30.3% 12.8% 6.6% 3% 3% 0.7% 5.9 +0.2
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What your people told us

Leading and Inspiring People
The three themes in this indicator focus on transparency and trust, motivation to deliver, and

leadership capability.

Indicator 1: Leading and inspiring people

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREL AGREE Acree | AGREENOR U pisacree )t
DISAGREE
Indicator Average 40.1% 30.9% 14.1% 7.2% 5.3% 1.6% 0.7%

| trust the leaders of my organisation 44,7% 28.9% 13.2% 6.6% 5.3% 1.3% 0%

Management communicates the 368% 25% 21.1% 6.6% ?.2% 1.3% 0%

organisation’s ambition

My manager motivates me to achieve 50% 342% 7.9% 2.6% 1 -3% 2.6% 1 _3%

my best

My organisation develops great leaders 289% 355% 145% 1 3.2% 5.3% 1 .3% 1 .3%

OPTIONAL QUESTIONS

| understand the vision and objectives at 48.7% 25% 10.5% 9.2% 3.9% 2 6% 0%

my organisation

“My manager is brilliant; she really supports me to deliver to my
full potential and encourages me to look for development
opportunities.

Over 80% of people said they are motivated to achieve their best and this was
evident in our discussions; people appear motivated to deliver as they are
valued by the organisation, and their managers who deploy different techniques
to develop their team members.

As can be seen from the survey results around 30% of respondents are unsure if
you develop great leaders, however that said the bulk of the people say that you
do and when coupled with the high percentage of people commenting on the
positive motivation that they get from their leaders this is clearly an area of
strength for you overall.
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Living the Organisation’s Values & Behaviours

This indicator comprises three themes that centre on people operating, adopting and living the
values.

Indicator 2: Living the organisation’s values and behaviours

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGher | AGREENOR  “Cl-TP DISAGREE oot
DISAGREE
Indicator Average 545% 31.3% 7.1% 4.7% 0.5% 1.8% 0%

The values at my organisation guide the 56.6% 26.3% 7 9% 3.99% 2 6% 2 6% 0%

way we work

| share my organisation’s values 60,5% 31 ,6% 5_3% 1 .3% O% 1 .3% O%

My organisation has clear values 53.9% 28.9% 92.2% 5.3% 0% 2.6% 0%

My behaviour reflects the organisation’s 63.2% 28.9% 53% 2 6% 0% 0% 0%

values

| challenge behaviours which don't 382% 408% 7.9% 1 0-5% 0% 2.6% O%

match the organisation’s values

OPTIONAL QUESTIONS

| understand the values at my 51 .3% 382% 3-9% 5.3% 1 -3% O% O%

organisation

At my organisation, we make decisions 46.1 % 303% 9.2% 10.5% 2.6% 1 .3% O%

in line with our values

“The values that we have are so, so important and people use them
in everything that we do to look after our people.”

“It’s all about the people that we support and making sure they see
value in their lives. ”
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When asked your people used the following words to describe your values and
desirable behaviours:

Listen and make time for people.

Involve people and make them belong.

Supportive.

Collaborative.

Inclusive.

Reasonable and flexible.

Lots of training opportunities identified for everyone.
Shared visions

Collegiate behaviour and collaborative goals

Over 80% of survey responses feel the values of the organisation guide the way
they work and from our discussions it is clear that people are led and managed in
line with values.

Whilst we believe you want your values to be at the heart of what you do and
survey scores would indicate this is indeed the case; some people we spoke with
believe that pressure and external circumstance makes this difficult and as a
result it doesn’t always happen.

Managers recognise the skills that people bring to the task in hand and facilitate
discussions so that people can deliver as they see fit and have the opportunity to
contribute their thinking, encouraging them to frame their thoughts around the
values where possible.

Over 85% believe their actions match your values and most people commented
that they do/would challenge actions and behaviours outwith the values.
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Empowering and Involving People

The three themes for this indicator include empowerment, participation and collaboration, and
decision-making.

Indicator 3: Empowering and involving people

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS ACREL AGREE acmee | AGREENOR CUOCTE DISAGREE e
DISAGREE
Indicator Average 37.8% 33.6% 13.8% 3.6% 4.3% 5.6% 1.3%

| am encouraged to use initiative in my 53.9% 329% 66% 26% 1 3% 1 3% ,] 3%

role

| have all the information | need to do 303% 34-2% 211% 5.3% 5.3% 2.6% 1 .3%

my job well

haveasoyindecisionsthataffectmy 55 gor 30.3% 19.7% 3.9%  6.6% 145% 2.6%

role

| am trusted to make decisions in my 447% 368% 7.9% 2 6% 3.9% 3.9% 0%

role

OPTIONAL QUESTIONS

I understand what is expected of me in 47.4% 40.8% 9.2% 1.3% 1.3% 0% 0%

my role

| understand how my role contributes to 46.1% 44.7% 5.3% 1.3% 0% 2 6% 0%

the organisation

“There are a number of complex situations, and my manager will
help by working through each piece to help me build a solution that
works.”

Over 85% of people are encouraged to use their initiative in their role. There is a
culture of teamwork and care, and people are encouraged to own what they do
and how they do it, often moving between jobs to help others as and when they
can.

Consistently high levels of participation ensure that diverse perspectives are
considered, and people are encouraged at all levels to participate in the decision-
making process, and this correlates with the amount of people who feel that they
are trusted to make decisions in their role.
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New staff are actively nurtured and given every opportunity to develop and there
is a sense that managers are looking to develop people along the journey of being
the new leaders in the future.

This is re-enforced by the 80% of people who feel that they have all the
information that is needed for them to do their role and there is evidence that this
approach is helping people to turnaround services such as the NE region which is
now viewed as very successful.
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Managing Performance

The three themes that make up this indicator include objective setting, encouraging high
performance, measuring and assessing performance.

Indicator 4: Managing performance

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGRee  AGREENOR °UOCrl  DISAGREE oot
DISAGREE
Indicator Average 46.1% 35.2% 7.9% 5.9% 3.3% 1.3% 0.3%

haveagreed my objectives withmy g gog 38904 53%  92%  53% 0% 1.3%

line manager within the last 12 months

| feel encouraged to perform to the best 51 .3% 303% 9.2% 5.3% 2.6% 1 .3% O%

of my abilities

My manager helps me improve my 447% 382% 6.6%  6.6%  2.6%  1.3% 0%

performance

| have discussed my performance with 47.4% 34.2% 10.5% 2 6% 2 6% 2 6% 0%

my manager in the last 6 months

OPTIONAL QUESTIONS

I know what my manager expectsofme ~ 47.4%  40.8%  10.5% 0% 0% 1.3% 0%

“The performance management helps you to set goals and develop, |
have gone from assistant to advisor to coordinator.”

This is another strong area for you with over 80% of people feeling encouraged
to perform beyond the best of their abilities.

People feel that there is a lot of structure in the roles, regular supervision and
support in regular 1:1s, annual appraisals and feedback to help them to
continually improve in their performance and support is always available if they
are unsure.

The focus seems to be on improving performance wherever possible to give

employees as much confidence as they can, with over 80% of people feeling that
they can.
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People know how their roles fit alongside those of others and how the team
drives the overall performance of the organisation with the ability to move to
widen their skills and experience.

There is a link here to succession planning in roles for the future with people
seeing the routes that they could potentially apply the developing experience that
they have/are gaining.
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Recognising and Rewarding High Performance

The themes in this indicator test the approach to designing reward and recognition strategies,
how these are adopted and implemented.

Indicator 5: Recognising and rewarding high performance

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGRER AGREE Acree | AGREENOR UOCT R DISAGREE oot
DISAGREE
Indicator Average 345% 27.3% 14.8% 128% 59% 3.6% 1%

lam rewarded inweysthatmetchmy 34 30/ 99 400 145%  17.1%  9.2%  3.9%  2.6%

motivations

I feel appreciated for the work | do 421% 22.4% 184% 7.9% 5.3% 3.9% 0%

| am consistently recognised when | 30.3% 316% 13.2% 17.1% 5.3% 1.3% 1.3%

exceed expectations

|getappropriate recognition forthe 3¢ gor 39 90/ 1329 92%  39%  5.3% 0%

work | do

OPTIONAL QUESTIONS

| feel my contribution to my 40.8% 32.9% 7.9% 11.8% 2.6%  3.9% 0%

organisation is valued

“For the sector that we are in with the funding challenges it is fair
pay for the role.”

“You are given tons of praise and achievements are celebrated and
promoted.”

Your second highest performing area in the IIP framework, People are rewarded
in different ways and whilst pay is important the overall offering, including
training, promotional opportunities and being treated well by a caring employer
stand out here with people staying for a considerable time with the organisation
on average.

The company is also generous, for example with food and drink to celebrate
occasions and there is a wellbeing allowance for people to use as they wish.
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There is a sense of genuine teamwork with all employees and teams where
people are constantly looking to help others and praise them for what they
deliver.

Collaboration is championed, with team members exchanging ideas freely and
supporting each other to overcome challenges.

While formal performance discussions regularly take place there are also
frequent opportunities for less formal feedback and support from managers,
those who engage in them value the two-way feedback and you can see how
many people feel that they are valued in the table above.

These combinations of approaches do, | think, motivate people to deliver at a
higher level, in addition to this people are able (and confident) to talk about

what has been learnt and actively use these opportunities to encourage their

colleagues to do more.
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Structuring Work

The three themes for this indicator are focused on role design, autonomy, and collaboration.

Indicator 6: Structuring work

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGREE ~ “CREENOR nicacree  PPACREE pisacree
DISAGREE
Indicator Average 48% 382% 6.6% 3.9% 2.6% 0.7% O%
My work is interesting 57.9% 34.2% 3.9% 1.3% 2.6% 0% 0%

| am able to develop the skills | need to 36.8% 382% 11.8% 7.99% 3.9% 1.3% 0%

progress

I have the right level of responsibility to 42 1% 43.4% 5.3% 5.39% 3.9% 0% 0%

do my job effectively

My role enables me to work well with 553% 36.8% 5.3% 1.3% 0% 1.3% 0%

others

“You always know what you are doing, there are lots of procedures
and experienced people to guide you if you have any queries.”

“Training is well funded and easy to get so you always know what
you are doing in your role.”

The approach to learning is continuous and the impression that | get is that is
that a significant proportion of people are motivated to improve their
knowledge through regular learning with over 75% of people feeling that they
have the ability to develop the skills that they need to progress.

Over 90% of people felt that their role was an enabler to help them work with
others and there are a lot of working pairs which help people to be more
interested than if they were working as a lone worker.

You have a lot of strength within the workforce to take on additional challenges
and people who love the security of their roles, which is great, and it results in
great bench strength for the future, with over 90% of people feeling that they
find their role interesting.
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Building Capability

This indicator comprises three themes that focus on understanding peoples’ potential,
supporting learning and development, and effective deployment of staff.

Indicator 7: Building capability

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGREE AGREE NOR DISAGREE DISAGREE DISAGREE
DISAGREE
Indicator Average 41.8% 358% 8.9% 8.4% 3.9% 0.8% 0.3%

| make use of my organisation’s learning 42.1% 34.2% 13.2% 7.9% 1.3% 1.3% 0%

and development opportunities

I have opportunities to learn at work 39.5% 40.8% 7.9% 6.6% 3.9% 1.3% 0%

| know how my organisation invests in 447% 32.99 53% 10.5% 539 1.3% 0%

learning and development

My manager thinks it is important that | 46.1% 34.2% b.6% 7.9% 5.3% 0% 0%

develop my skills

People are selected for roles based on 368% 368% 11.8% 9.2% 3.99% 0% 13%

their skills and abilities

OPTIONAL QUESTIONS

At my organisation, we are always 50% 329% 3-9% 9.2% 2.6% 1 .3% O%

learning

“Different parts of supervision aggregate into a review, people are
acknowledged for what they do and options explored on how to
develop them for the future.”

“People have career plans and lots of opportunity for development
and training.”

If people have ideas, they feel comfortable in mentioning them as they know
they will be fully considered and acted on, the ability to grow in the
organisation is well demonstrated with over 75% of people saying that they make
full use of the development opportunities.
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Some people do feel that they do more complex work in their role than their
level which is very encouraging, however do take care that people remain
remunerated at the right level in comparison with their peers for the work that
they are doing and with the number of opportunities available at the next level
this could become a stress point in the organisation.

Coaching and mentoring take place on a regular basis and the additional
discussions specifically on development help people to define the career
direction that they might take which is often greater than they initially thought
that they would, this is great as it builds a stronger internal pipeline for
promoted roles.

People feel trusted in the organisation to push for development opportunities
and that their manager will support them in achieving their ambitions, which is
great, with again over 75% of people knowing how their organisation invests in
training and development.

People spoke about how team-based approaches often played to their strengths
with people looking out for their colleagues and supporting them as necessary,
this coupled with always feeling that they have the resources needed to do their
role means that development is always available and the feed of people who are
‘promotion ready’ is high.
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Delivering Continuous Improvement

This indicator has three themes that centre on improving through internal and external sources,
a culture of continuous improvement and innovation.

Indicator 8: Delivering continuous improvement

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGRER AGREE Acree | AGREENOR T DISAGREE ) oot
DISAGREE
Indicator Average 359% 421% 11.8% 7.2% 2% 0.7% 0.3%

I look for improvement ideas from my 43.4% 47.4% 6.6% 2 6% 0% 0% 0%

colleagues

| am encouraged to improve the way | o o o o o o
o enee 34.2% 44.7% 145% 3.9% 26% 0% 0%

| am responsible for improving the way 34.2% 382% 11.8% 13.2% 2.6% 0% 0%

we do things

am tusted to iy new approachesin - 34 4o/ 389098 14.5%  92%  2.6% 2.6%  1.3%

the way | work

“You know how you are doing with feedback from the user and if
they make suggestions you can add to them or pass forward and get
quick improvements made.

“Diversity of thought are recognized as important, and all
suggestions are taken seriously.”

The management team have good knowledge and are involved as much as possible
with their roles and mentoring their team members and making sure that their
suggestions are captured and used to make improvements in process and outcome
for service users.

The focus on empowering teams not only enhances capability but also builds
confidence and collaboration, ensuring that everyone contributes to continuous
improvement.

People spoke about different groups that they engage with and the
opportunities that they get to participate focus on agreeing as to
improvement ideas and opportunities, over time this may grow with more
nurturing of suggestions and working groups.
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There are clearly strong levels of trust between people in the organisation and
people speak openly with each other about direction now and for the future,
if people have ideas, they feel comfortable in mentioning them as they know
they will be fully considered and acted on.

There is clear evidence that people continue to be genuinely encouraged by their
managers to try different approaches and to take reasonable risks to improve
processes and services to benefit the organisation. Whilst there is a clear chain of
command team members are encouraged to push for the improvements that they
feel are important.
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Creating Sustainable Success

The three themes for this indicator include a focus on the future, embracing change and
understanding the external context.

Indicator 9: Creating sustainable success

NEITHER

STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGREE AGREE NOR DISAGREE DISAGREE DISAGREE
DISAGREE
Indicator Average 43.8% 30.3% 12.8% 6.6% 3% 3% 0.7%

My organisation has a plan for the future 329% 38,2% 1 5.8% 6.6% 5.3% 1 .3% O%
My organisation is a great place towork ~ 46.1% 28.9% 10.5% 6.6% 3.9% 2.6% 1.3%

My organisation embraces change 30.3% 26.3% 19.7% 11.8% 2.6% 7.9% 1.3%

My organisation has a positive impact 658% 27 .6% 5.3% 1 .3% 0% 0% O%

on society

OPTIONAL QUESTIONS

My organisation has a positive impact 67.1 % 27 .6% 2.6% 2.6% O% O% O%

on the community

My organisation has a culture where 461 % 31 6% 53% 92% 53% 26% O%

everyone feels respected

“With 4 years to retirement | have been encouraged to pick
someone to develop to take over.”

“Mix of development opportunities create opportunities for people
in the future and provide a talent pool.”
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There is a plan as to what is happening and a great deal of time placed into
thinking about the future with sufficient employees now, some people can see
the organisation growing, there is work to do here on communicating the plan
and involving more people so that they can participate more in thinking about
the future.

The organisation continues to make a positive impact on the communities that it
serves with about 95% of people thinking so, and many people have spoken about
the good it does, people really care about what they do.

This gives people a clear intrinsic attachment to their roles, making retention

easier and meaning that there is a good flow of people into more complex and/or
senior roles where hard-won experience really counts.
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INVESTORS IN PE< :PLE

We invest in wellbeing

‘Jv_.

Your Feedback against




Congratulations!
INVESTORS IN PEPLE’

We invest in wellbeing Gold
Let your people know how you did. Recognise them for their hard work and include them in the journey

you're on. We'll send you through some great resources for you to use to celebrate and publicise your

success, including logos and PR ideas.

You have achieved We invest in wellbeing GOLD accreditation.
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Assessment result
Your performance level by theme

This table shows the levels attained for the 9 themes within the framework.

Indicator Theme Developed Established Advanced ek .
Performing
Shaping v v v
LEADING
a culture of Owning v v v
wellbeing
Living v v v
Connecting v v v
SUPPORTING
a culture of Aligning v v v
wellbeing
Engaging \/ \/ \/
Measuring v v 4
IMPROVING
a culture of Enhancing v v v
wellbeing
Sustaining v v v
Developed Established Advanced High Performing

Health and wellbeing
practices are fully
embedded and are
producing consistent
positive results; people and
leaders are accountable
and continuously looking
to improve.

Health and wellbeing plans and Peopl d lead Positive outcomes are actively
practices are in place, reople and leagers are driven; people and leaders
communicated and actively engellged |n.h.e.alth and take ownership for health and
understood wellbeing activities wellbeing

You need to meetall 3 You need to meetall 3 VEREEE el

. L(Putneed tz ;r'\‘eet all 3t indicators and themes at indicators and themes indicators and the'mes
indicators and themes at a developed and at developed, established at developed, established,

developed level to gain established levels for and advanced levels for advanced and high

A SILVER accreditation GOLD accreditation performing levels for
PLATINUM accreditation

Page 30 | Investors in People Joint People & Wellbeing



What you can be proud of...

The focus that you have placed on Wellbeing of your People is obviously high and some high-level
elements that summarise this are:

You have an established plan for Well Being, and | see positive interventions in place with
people valuing many areas including the flexibility and supportive given to them, for example
with dedicated resources and training available on all the aspects that they need from a
behavioural perspective to understand the needs of their users.

Your teams and people openly talk about the importance that the organisation places on their
Well Being and that they can talk with their line managers on anything that is important to
them not just work, work is not allowed to overtake people’s personal needs and there is
always someone lese available to give supervision when required.

How you actively work inclusion into all that you do, being it from aiming to balance out the
senior leadership and management teams and looking to hire from a large basis of people
within the community to reflect that mix within your roles and organisation.

What you need to work on...

The organisation is always changing as and when the services provided need to change to reflect the
requirements and people openly express that there are a lot of opportunities for the future, | feel
comfortable supporting you at the GOLD level.

Looking after your people is key and coming out of covid people look for more in their
employer, | do feel articulating what you do for people would be an excellent way of helping
them see on page everything that you do and help understand what else could be possible.

Spend time on your succession planning activities and align the Well Being and People plans as
close as you can to focus on what else can be done for people.

Use Well Being discussions to generate more collaboration across the organisation, and see
what shared projects can be developed to ascertain what other benefits people would like to
see beyond everything that you already do such as flexibility and training opportunities.

Create some meaningful metrics to help set stretching goals on what you want Well Being to
achieve.
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Survey headline points

WELLBEING BENCHMARK

The IIP Benchmark shows the overall performance in this survey.

N g54

You

WEINVEST IN PEOPLE: WELLBEING AVERAGE

*The scares display are all out of 900

Indicator summary

NEITHER DIFFERENCE

TN MM il NN g TN At oy
Indicator 1
Leading a culture of wellbeing 42.9% 29.7% 10.5% 8.3% 5.3% 26% 08% 5.9 +0.3
Indicator 2
Supporting a culture of wellbeing 45.9% 28.9% 13.2% 6.8% 3.4% 1.5% 04% 6 +0.5
Indicator 3
Improving a culture of wellbeing 39.1% 31.2% 10.3% 11.8% 5.3% 2.3% 0% 5.8 +0.5
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Leading a culture of wellbeing

The commitment to improving people’s health and wellbeing is defined and understood. Leaders
and managers have the skills, confidence and competence to support the health and wellbeing

of others.

Leading a culture of wellbeing

STRONGLY

BASE QUESTIONS AGREE

Leading a culture of wellbeing

AGREE

SOMEWHAT

AGREE

NEITHER

AGREENOR
DISAGREE

SOMEWHAT
DISAGREE

DISAGREE

STRONGLY

DISAGREE

My organisation is committed to
creating an environment that supports 50%
people's health and wellbeing

I am aware of the health and wellbeing 38.2%
goals for my organisation :

The leaders of my organisation °
champion health and wellbeing 44.7%

I have a say in how health and wellbeing 34.2%
is supported in my organisation -

My organisation meets my health and
wellbeing needs 355%

My line manager is effective at
supporting my health and wellbeing 47.4%

My organisation is a supportive and safe
place to work 50%

28.9%

35.5%

27.6%

21.1%

34.2%

31.6%

28.9%

9.2%

10.5%

11.8%

17.1%

9.2%

6.6%

9.2%

5.3%

6.6%

6.6%

10.5%

10.5%

10.5%

7.9%

2.6%

5.3%

6.6%

7.9%

9.2%

2.6%

2.6%

2.6%

3.9%

1.3%

7.9%

0%

1.3%

1.3%

1.3%

0%

1.3%

1.3%

1.3%

0%

0%

“There is a clear Well Being plan and support network in place within the

organisation.”

“There is focus at the senior leadership and above that the organisation
places value on having a wellbeing principles in place and an organisation to
support the generation of ideas.”

“Line managers regularly talk about their own Health and Wellbeing which
makes me comfortable talking about mine.”

“The organisation builds Wellbeing into how it approaches work, and the line
managers always check how | am feeling at my supervision sessions.
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Supporting a culture of wellbeing

Health and wellbeing is central to everything the organisation does. People are enabled to think
and act in a positive way about the work they do, the people they work with and the
organisation they work within.

Supporting a culture of wellbeing

NEITHER
STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGREE A;gilé;lgf DISAGREE DISAGREE DISAGREE

Supporting a culture of wellbeing

Health and wellbeing is important to 487% 303% 9-2% 7.9% 2.6% 1 .3% 0%

people in my organisation

| have regular opportunities to talk to

my line manager about my health and 474% 26.3% 15.8% 3.9% 3.9% 2.6% 0%

wellbeing

My line manager considers my health

and wellbeing when we are setting my 474% 25% 14.5% 6.6% 3.9% 2.6% 0%

objectives

feel my contribution to the 461% 27.6% 132% 92% 13% 13% 1.3%

organisation is valued and appreciated

| am encouraged to make use of the

organisation’s health and wellbeing 487% 237% 1 45% 66% 53% 1 3% O%

activities

| have the information and support |

need in my organisation to look after my 395% 303% 1 5.8% 9.2% 2.6% 1 .3% 1 .3%

health and wellbeing

I know how to respond if a colleague

approaches me with a health and 434% 395% 9.2% 3.9% 3.9% O% O%

wellbeing issue

“Coaching and mentoring takes place all the time and people feel that they
have the ability to source the support that they need.”

“The line managers go out of their way to look after their teams and make
sure that they have the tools for their jobs and remove any stress from
them.”

“We all learn on a constant basis, looking after our team members wherever
we can.”
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Improving a culture of wellbeing

There is an environment where wellbeing is integrated into day-to-day practices. Peoples’
views, opinions and feedback is actively sought and acted upon. Leaders review and compare
the investment in health and wellbeing with its impact in real terms.

Improving a culture of wellbeing

NEITHER
STRONGLY SOMEWHAT SOMEWHAT STRONGLY
BASE QUESTIONS AGREE AGREE AGREE A;zig:gf DISAGREE DISAGREE DISAGREE

Improving a culture of wellbeing 11.8%

Health and wellbeing considerations are

part of day-to-day practices in my 368% 329% 92% 118% 7.9% 1.3% 0%

organisation

My organisation ses measures o 329% 303% 7.9% 211% 7.9% 0% 0%

shape future health and wellbeing plans

My organisation actively seeks feedback

from people about how to improve 31.6% 36.8% 6.6% 9.2% 7.9% 7.9% 0%

health and wellbeing

My organisation offers learning and

development activities that focus on 355% 30.3% 1 5_8% 1 3.2% 3.9% 1 .3% 0%

health and wellbeing

feel able to balance my work and 38.2% 30.3% 184% 7.9% 39% 1.3% 0%

personal life

My organisation values and promotes 40.8% 31.6% 9.29% 13.2% 3.99% 1.3% 0%

the benefits of health and wellbeing

The peoplein my team genuinely care g5 907 g 304 53% 6%  13%  2.6% 0%

about my health and wellbeing

“The organisation is a good place to work, and | am always looked after by my
managers.”

“There are lots of courses where people can learn more about well-being and
obviously mental health conditions to help them work with their users as
effectively as possible.”

“I feel that | am genuinely cared about as a person and that my needs are
being met and often asked as to what else can be done to help me.”

“The team culture is great; people always look out for each other and
collaborate on difficult situations, so people do not worry about stuff.”
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Get in touch?

info@investorsinpeople.com
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