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	Summary
The Staff Survey reports highlighted that improvements have been made in a number of areas although there is still much work to do.
Teams have been provided with their team results and the overall Ofsted results. All teams have been asked to consider actions for improvement at a local and organisational level.



	Recommendations
The Ofsted Board are asked to discuss the results of Ofsted’s Civil Service People Survey and to note the action we plan to take.




Issue

1. The annual Staff Survey was completed during September and October 2011. The survey aims to measure engagement levels across the organisation and provide staff feedback in a number of critical performance areas.
Summary

2. The Staff Survey reports highlighted that improvements have been made in a number of areas although there is still much work to do.
3. Teams have been provided with their team results and the overall Ofsted results. All teams have been asked to consider actions for improvement at a local and organisational level. 
Recommendation(s)

4. The Ofsted Board are asked to discuss the results of Ofsted’s Civil Service People Survey and to note the action we plan to take   
Consideration of proposals

5. Overall, 299,410 Civil Servants took part in the survey, representing 60% of those invited to take part. The civil service median response rate is 77%. The overall Civil Service response rate (60%) is 2 percentage points down from last year, while the median is up 3 percentage points.
6. Within Ofsted 1,159 employees took part in the survey representing 78.6% of those invited to take part. This is a 19% increase on last year’s response rate of 60% and puts Ofsted as the organisation with the sixth highest increase in response rates across the Civil Service.

7. The drivers of engagement show the degree to which each of the nine survey themes (groups of questions) is associated with engagement levels in the organisation. Actions in these areas will have the biggest impact on the engagement index. The top three drivers for engagement at Ofsted are leadership and managing change, my work and my line manager.

8. The biggest improvements were seen in the themes of leadership and managing change, my work and resources, and workloads. Ofsted had a 2 percentage point improvement in the overall engagement index which is positive especially considering the many uncertainties staff face and the changes that are taking place. Perceptions of line managers’ performance have also really improved. 
9. Job satisfaction is also generally high and above the norms. People are prouder to work for Ofsted than they were and more likely to recommend it as a great place to work; but we are much lower than the averages here and well below the high performers.
10. We remain strongly above the civil service (including high performers) in terms of the strength of people’s association with our purpose, objectives and understanding of how your work relates. 92% of staff say they have a clear understanding of Ofsted’s purpose which is a terrific result. 

11. Two themes fell backwards compared to last year: inclusion and fair treatment, and pay and benefits, although with the latter we were still above the Civil Service median. The decrease in positive results for pay and benefit is perhaps unsurprising given the context of the spending review. The inclusion and fair treatment score is a concern but does not appear to be related to equalities groups, but rather to ways of working and the perceived application of our policies.
12. There are significant differences in terms of performance by teams. We have highlighted to managers issues for their team and comparators to the Ofsted average, and are also seeking to highlight good practice so we can learn from it. Because issues are localised, we have decided that action planning should be rooted in team discussions getting underneath the figures and deciding what needs to be done.

13. The Staff Survey reports have been issued to teams who have been asked to consider local actions that they can take and an Ofsted wide action that could be taken. These have been consolidated by the Organisational Development team.
14. Local action will be managed at Directorate Management Team level and progress reviewed in September 2012 by Organisational Development and reported to the Operations Executive Board (OEB) where directors will feed back on progress in their departments.

15. The responses given to actions that Ofsted can take at an organisational level have three clear themes; change and communication, responsibility and development and pay and reward. Actions relating to these themes are being developed by HR in discussion with directors and will be considered at OEB in March before being included in our Investing in People plan.
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