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HEADLINE RESULTS AND ACTION PLAN OF THE STAFF SURVEY  

1. PURPOSE OF THE REPORT 

 
To update Committee Members on the recent staff survey results and gather 
Committee feedback on the associated action plan that has been put together by the 
Management team 

 

2. RECOMMENDATIONS 

 
(i) That the committee review and comment on the staff survey results and 

associated action plan activities listed in section 3.5; 
 

(ii) That members confirm through this, they are assured the staff survey 
response is being managed effectively. 

 

3. SUMMARY OF KEY ISSUES 

 
 The staff survey ran for the third time in 2021, from the 17 November to the 17 3.1

December 2021. 
  

 Response rate to the survey increased again in 2021, from 72% to 74% of staff 3.2
responding.  All comments and feedback are treated anonymously to encourage 
open responses, and results are also produced for the Leadership team at a 
Directorate level to also see local trends.  
 

 Positive highlights of the survey in 2021 were: 3.3
 

 Staff satisfaction was overall higher than in 2019 when the survey started.  
 

 A large percentage of staff agreed that MDC supports their Health & Wellbeing 
(73%) 
 

 More staff said they were collaborating across the organisation (19% increase 
since 2019) 

 

 More staff were having regular Catch-Ups with Line Managers (Up over three 
years) 

 

 Larger percentage of staff were feeling valued (18% increase since 2019 to 58%) 
 

 Staff felt able to speak openly and agreed the Council was being transparent 



 Negative themes that stood out in the 2021 survey were: 3.4
 

 Pride in working for Maldon District Council (MDC) had reduced (down from 71% 
in 2020 to 58%)  
 

 Fewer staff agreed that MDC was changing for the better 
 

 Fewer staff said they were happy in their job (71% in 2020 down to 65%)  
 

 Member culture and the impact of behaviour was highlighted as a concern in 
many comments 

 

 39% of staff felt excess pressure in workload  
 

 48% of staff said they often have to work over contracted hours to get work done  
 

 The extended leadership team reviewed the full results late February 2022 and held 3.5
a workshop to look at potential actions to address some of the points raised.  An 
operational list will be developed and tracked across the year so that we can report 
back what we have implemented as a result of the feedback.  Some of the examples 
of activities are: 

 

 Addressing resource gaps in key areas  
 

 Creation of a wellbeing policy 
  

 Running a summer showcase event to bring staff together 
 

 Member and officer workshops to build understanding and relationships 
 

 Corporate Leadership Team briefing videos 
 

 Development of improvements to the website  
 

 Ensuring Corporate compliance around objectives and 1-2-1 meetings 
 

 Continue to support agile working practices  
 

3.6  We have also been collecting team feedback around the Core Values set out in the 
Corporate plan, and examples of areas where these work well and barriers to ‘living’ 
the Core Values.  The action plan for the staff survey has also combined some of this 
learning, so that we have a full action plan to respond to staff feedback.  
 

 A six month pulse survey will take place in July, to review the areas of concern and 3.7
whether staff report an improvement following the action plan work.  Feedback from 
this will also help shape further action plan developments for the year. 

 

4. CONCLUSION 

 
 The staff survey headline results are provided for member assurance that staff 4.1

feedback is being taken seriously, acted upon and improvements are being sought.  
 

https://www.maldon.gov.uk/corporateplan


5. IMPACT ON STRATEGIC THEMES 

 
 This work underpins the performance and efficiency of the work on strategic themes 5.1

of the Council.  
 

6. IMPLICATIONS 

 
(i) Impact on Customers – The survey identifies specific links between the staff 

and how their role interacts with customers. 

(ii) Impact on Equalities – None. 

(iii) Impact on Risk – This approach mitigates our corporate risk around staff 
retention. 

(iv) Impact on Resources (financial) – None.  

(v) Impact on Resources (human) – The staff survey and how we respond to it 
is a good way to understand and react to the concerns of our staff. 

(vi) Impact on the Environment – None. 
 
(vii) Impact on Strengthening Communities – None. 

 
 
Background Papers: None. 
 
Enquiries to: Cheryl Hughes, Programmes, Performance and Governance Manager  


