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1. Introduction

We strive to make Medway Council the best place to work; a place where our workforce feels
valued, recognised, their wellbeing cared for, rewarded fairly, and listened to. A place where our
values and priorities set the tone of what we are about, and attract the qualities we are looking
for in our employees.

Our talented workforce is our greatest asset. Our employee engagement survey tells us our
employees care about the future of the council and want to make a positive impact on society.
They want the organisation to succeed and to bring their knowledge, skills, and experience to
help make this happen. We are committed to giving our workforce every opportunity to make
their contribution count.

This strategy is a key step in our employee engagement journey and through its implementation
show our workforce their voices are being heard, their ideas and suggestions are being
considered, and they are contributing to making a positive difference for:

e the organisation,
o their colleagues,
e the people we all serve; the community of Medway.

2. The employee engagement survey and key priorities

We ran an Employee Engagement Survey in September 2022 — 58% of the workforce
responded (with a margin of error of +/- 1.8%). While overall employee satisfaction in a number
of important work-related areas showed a slight improvement, the results highlighted some
areas that need further work. The Corporate Management Team have considered these
concerns and highlighted the following areas for review and improvement:

The Our Ways of Working Policy (OWOW)
Employee communications and engagement
Reward and recognition processes:

Mental health and wellbeing support
Bullying and harassment processes

Core Values.

Priority one: The Our Ways of Working (OWOW) Policy

We have embraced new ways of working by creating four new work styles - not only to support
achieving our aims through innovation and the use of new technology, but also to support our
workforce by offering more flexibility in how they live their lives.

76 % of respondents agreed flexible working was a positive benefit of working for the council,
75 % agreed it supported a good balance between work and home life and 48 % agreed their
productivity and performance levels had increased since before the pandemic.

These figures indicate there is considerable satisfaction with the new ways of working in terms
of supporting both work and home life.

As with all policies, regular reviews are necessary. A review will be undertaken to ensure the
OWOW policy is working effectively for both the council, as it continues its journey, and the
workforce in terms of fairness of application. The review will also include analysis to see if any
particular workstyle is having a positive (or adverse) effect in any key workplace areas such as
employee wellbeing, communication and engagement, learning and development, team
dynamics etc.



Priority two: Employee communications and engagement

We understand that through effective communication and engagement we can take our
workforce with us on our journey.

We want our workforce to be kept up to date on our plans, our successes, our celebrations, and
our challenges. We want them to identify with our values, feel connected to their workplace, and
feel a sense of belonging by understanding how they contribute to our wider purpose. And we
want them to have a say and contribute to how we achieve our successes and face those
challenges.

We have already made progress on widening our internal communications and engagement
channels - the use of new technology has helped us connect and collaborate more effectively.
Using Microsoft Teams for meetings, workshops and drop-in sessions enables us to feedback
on news and seek employee views instantly; the use of video enables our senior managers to
be seen and heard when there are important messages to convey.

Our survey results tell us there is still some work to be done, and we acknowledge this. We
strive to:

build upon the 50% who said they felt a strong personal attachment to the council;

to increase the 62 % who felt they had enough opportunities to tell us what they think,
to increase the 39% who felt leadership engagement was good,

and increase the 45 % who said they felt well informed.

We are a complex and diverse organisation and recognise there is no one-size-fits-all
communication or engagement tool for us. We will continually review and build upon our
current channels to ensure they are fit-for-purpose and effective. We will use a variety of tools
for collaboration both digital and face-to-face ensuring the workforce is timely kept informed of
plans and progress and have ample opportunities to have their voice heard about matters that
affect them and are important to them.

Priority three: Reward and Recognition

We want our staff to feel rewarded fairly, have a clear career path and progression; and are
recognised and valued. The staff survey showed the Medpay policy does not fulfil those aims,
with less than 30% of those who responded to the survey feeling satisfied with the current total
pay and reward package.

Pay and career progression.

The survey results indicated pay and reward was the highest area of dissatisfaction amongst
respondents. It is a priority for the council to address this and the current review of our pay
system aims for greater pay consistency across the council; providing clear routes for career
progression and enabling staff to develop and move through their pay range fairly.

Employee benefits.

Complementing the new pay and progression scheme will be the enhancement of our employee
benefits offer. We currently have a wide range of employee benefits, but survey results indicate
that whilst there’s a good awareness of the benefits on offer, usage is disappointingly low.

We aim to ensure our employee benefits are valued by staff and are attractive to those looking
to work at the council. Looking forward, we’ll develop creative ways to promote our employee
benefits offer with a view to increasing current usage levels and researching (through employee



engagement activity) the benefits individuals would value. A focus will be on providing
employee benefits with a positive impact on financial, physical, and mental wellbeing for our
staff, together with those that support our climate response.

Recognition

We understand the importance of recognising the valuable contribution our employees make.
Showing appreciation for a job well done is a core behaviour the council expects from its
managers, and recognition and appreciation is encouraged between colleagues.

The annual Make a Difference Awards is our way of saying thank you corporately to colleagues
who go over and above with nominees sought council-wide from colleagues, leadership teams,
Members and the community. The survey results indicate there is also a desire for a wider
spread of recognition at a local level. Suggestions include verbal and written recognition from a
director, or a service-specific award for a job well done.

We want to ensure our workforce feel recognised for their contribution and will make changes
locally to achieve this.

Career development

The council is developing The Complete Medway Manager Course to equip our leaders,
experienced managers and new managers with the skills and expected behaviours required of
a Medway Manager. We want our managers to thrive in their roles supporting teams and
services. Managers play a crucial part in the running of the organisation and are responsible for
leading colleagues towards our vision and strategic priorities. Leadership and management
development plays an important role in this, and the new training suite will help achieve this
goal in setting a good standard for all our managers and leaders. The strategy action plan sets
key timescales for this development.

Priority four: Mental health and wellbeing

Supporting good mental health and wellbeing amongst our workforce is a key objective for us.
We want to ensure we get our level of support right by providing the appropriate tools and help
to managers and employees.

In the staff survey, 57 % of respondents described their mental health as good and 33 %
described it as ‘OK’. Free text comments from individuals indicated this was a key area of
concern for them. Issues such as loneliness, isolation and disconnect from their teams were
raised, together with financial worries and concerns for their physical wellbeing.

A cross-professional working group will be set up to review current processes, support, and
resources and develop initiatives to support employees and managers.

Priority five: Bullying and harassment.

Bullying and harassment in any of its forms is unacceptable and will not be tolerated. The
council has a Grievance and Harassment Procedure that defines unacceptable behaviours and
how employees can report concerns.

The survey results highlight that in some instances our staff did not report or feel confident to
report perceived instances of bullying or harassment. Any employee who believes they are
subject to bullying or harassment, or discrimination of any kind must feel confident to report it
without fear of reprisals and be confident their complaint will be taken seriously and dealt with
accordingly.



Equally, we want all employees to understand and be respectful of how their behaviours impact
others either directly or unknowingly.

A review of practice will be undertaken to ensure the appropriate provisions and processes are
in place to:

e increase confidence in the reporting process, and
o ensure all employees understand their personal responsibility under the Equality Act
2010 and consider the effect of their actions on others.

Priority six: The Core Values

Our Core Values support our vision, they shape our culture and reflect what we value in terms
of our strategic priorities and our ethical values. We want our employees to resonate with our
values and we want to hear from job seekers who hold our values as important to them.

Our Core Values are being reviewed. We will develop an effective communication and
stakeholder engagement plan to embed the new values and shape our culture going forward .

3)  Employee Value Proposition (EVP) (Our People Promise)

Our ‘People Promise’ (see appendix one) highlights some of the key benefits the council offers. It
shows to employees, job seekers and the outside world our part of ‘the deal’ on offer between the
council, as an employer and it's workforce. It focuses on our values, our benefits, our key aims and
other aspects of our work environment.

Key to the success of our ‘promise’ is to only offer what we can deliver, and we measure the
EVP is a true reflection through the employee engagement survey. The People Promise will be
reviewed and measured as we move forward on our journey adapting to the council’s values
and priorities as they develop and change.

4) Measurement of success

An action plan is attached as appendix two. The main vehicle for measuring the effectiveness of
the action plan will be regular Employee Engagement surveys. This will be supplemented by ad
hoc engagement activity at both a corporate and local level. Some actions will see a speedy
impact, and some will take longer as culture change takes time to embed.

5) Communication

A communication plan will be developed to update the workforce on progress of this strategy.
The draft infographic (appendix three) corresponds with the action plan and will be shared with
staff to highlight the commitments made by our leadership team. Regular updates will be shared
with the workforce on progress.

6) Summary

The staff survey is our key driver for positive change, and this strategy is ambitious - but
achievable. We acknowledge that we are on our employee engagement journey, but we are
committed to go forward together by listening to employee views, reviewing how we do things,
and making positive change.



Appendix one: Employee Value Proposition / ‘Our People Promise’
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Appendix two: Action plan

Priority Action Who

1 | Our Ways of Review the OWOW policy to include an analysis by workstyle | HR
Working Policy of key workplace functions.

2 | Improve Continually review and build upon current channels to ensure | CMT,
employee they are fit-for-purpose and effective. Use a variety of tools for | DMT
communications | collaboration both digital and face-to-face ensuring the IC,
and engagement | workforce is timely kept informed of plans and progress and HR

have ample opportunities to have their voice heard.

Pay and career Complete the Medpay review including the career progression | HR

progression scheme.

Employee Implement new employee benefits to build on our offer and HR, IC

benefits promote current benefits to increase awareness and usage.
New benefits will focus on supporting employee financial,
mental and physical wellbeing, and climate response.

Recognition Consider employee preferences for recognition at both CMT,
corporate and directorate level with a view to implementing DMT,
recognition schemes that are welcomed and valued by HR, IC
employees.

3d | Career Develop the Complete Medway Manager course and deliver at | HR
development least eight cohorts by September 2024. We will have

evaluated and reviewed the training suite by April 2025.

4 | Improve mental Set up a working group to review current processes and HR, IC,
health and support mechanisms for staff suffering from mental ill-health PH
wellbeing and review support and resources for managers.

5 | Address bullying | Undertake a review of process to ensure provisions and HR
& harassment processes are in place to increase confidence in the reporting
concerns process, and ensure all employees understand their personal

responsibility under the Equality Act 2010, and consider the
effect of their actions on others.

6 | Improve Develop an effective communication and stakeholder HR, IC
understanding of | engagement plan to embed the new values and shape our
Core Values culture going forward.

7 | Employee Value | Continue to develop elements of our EVP and regularly HR
Proposition engage with the workforce to measure accuracy. Update the
(EVP) People Promise with new core values once agreed.

8 | Measurement Measure and review the effectiveness of this action plan using | HR
and review related questions within future Employee Engagement

Surveys and other ad hoc engagement activity.




Appendix three: Draft Infographic -Listening to you and taking action

REWARD, RECOGNITION OUR CORE VALUES SUPPORTING YOUR MIND HEALTH
AND CAREER PROGRESSION Pl 1o ambod e o wey of . e op o acton AND WELLBEING

Gt the wallb
51% H12';r1n5;:|'ew£|?gslljuapr?”

ﬁi‘?ﬁé?ﬂ?ﬁhﬁ rised in your
w S Employee Engagement
98%  roward pockace FY &
S Sirateqy 2023-2028
Jour

[ WECOMMITT0: |

= Implamanting o rew and career progression schema
. Pmal'::ling mng'a Iu-culF:r nition schaErmE

5?% Described their menial health

as good

48% Had feelings of loneliness

during anch waak

EB% Of managers felt well supportad
to manage staff experiancing

mantal haalsh issues

Listening fo "= it | say . WECOMMIT T0:
you & taking

* Review support for those expenencing poor mental

_ i A0, health and wallbeing
* Reviewing our employee banefits offer ‘v i + Davelop colloboration opportunitias for staff Faali
achun ?’ - 4 * e FRRETE "
Emp - 2083 * Davelop regulor activises to support collaaguas

* Provide mamagers with the skills need o support
Hufflaxpariangang poor manch:I ham .

OUR WAYS OF WORKING POLICY

m o0 ggzee<==  EMPLOYEECOMMUNICATIONS  ENGAGING WITHSENIOR
% ST e w 6% wensnosreg MANAGEMENT

they think Say their direciorate managemeri
Of paopla soy it supparts o Ch
TT% gu-:E;\hP:ik B bl:llgl'FI'EE 34% Wiant to haar obout council 39 % temm act on siaff feedback
° " plans and progress Agrea diractorate managemend
However: ' P ) 45% 49% raams are sufficienthy visible,

+ Some think it's unfairl lied .
. S-mnadnln'l ll.lndaﬂtlm II:‘I'ulEl I rwaork styles Say they fee| well iformed :.:f:;ﬂ:a they ara sufficiantly

+ We waont to check if #'s having an [ ] @ [ ]
. . 39 % Fated 2-way communication

adverse effect on wellbeing

iﬁmlml WECUMH” TD o B - B _?::1:"9::':": I:I-]r::r;-o.r:;nngamanl
s et o e St o Review current infernal communications channels fo: | WECOMMITT0:

58

* Reduce uncertainiy - Miake hull use of igial

* Chack for fairmess in use across the arganisation . Prcw':l:la a .::; nflﬂ-wns;m;":r.mniminn R e Wark to improve senior leadership visibility, occessibiliry, ond
+ Raview any impact on employea wellbeing make sure all staff have a voice angagement at bath corporate and directorate level.

WELLWORK TOIMPROVEHOW  62% iofoinee ™™™ 49% Slonddaier e ™ 78% metome ™"

YOUFEEL ABOUT WORKINGHERE  62% ‘ciioiiciiton  48% kb iomanieioer 0% fonchmen i comes







