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You did it! 
 

 
 
 
 

 
 

You’re at the Platinum level of our We invest in people accreditation. 
 
 
 
 
 
 
 

Detailed feedback and recommendations inside… 
 

•   What to be proud of 

•   What to work on 

•   Our recommendations 

•   What’s next 
 
 
 
 
 

 

Key dates 
 

 

Accreditation date 
 

12-month meeting 
 

24-month meeting 
 

Accreditation expiry 

 

31/01/2020 
 

31/01/2020 
 

31/10/2020 
 

31/01/2020 
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At a glance 
 

 

 
 

 
 

Firstly, I would like to convey huge congratulations to EDDC for achieving Platinum 
accreditation against the Investors in People Sixth Generation Framework. This is 
an excellent result and one that the team can be justifiably proud of. 

 
 
 
It has been an absolute pleasure and privilege to visit and spend time with your 
team at EDDC and I would like to extend my sincere thanks to all those involved in 
the assessment process.  I look forward to meeting the leadership team again to 
discuss the findings and help identify the key areas of focus for year 1 of your 
three-year accreditation cycle. 

 
 
 
The results of the on-line assessment are extremely positive, with you scoring 
higher than those of other organisations in your sector, however there is an 
opportunity to develop further in terms of where you scored either equal to or 
slightly under the averages for the Investors in People benchmark scores 

 
 
 

The response rate across the business was 80.65%, 392 employees an amazing 
69.65% higher than the 11% minimum response rate required. Your highest scoring 
indicators  were  indicator  2,  living  the  organisations  values  and  behaviours, 
indicator 4 manging performance, indicator 6 structuring of work and indicator 9 
creating  sustainable  success,  all  scoring  5.8  In  contrast  the  lowest  scoring 
indicator was indicator 5, Recognising and Rewarding high performance with a 
score of 5.
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I was overwhelmed by how people genuinely engaged with the assessment process, 
were very forthcoming with their views and appreciated the opportunity to express 
them. The person I spoke to over the telephone was equally as engaged as anyone 
I chatted with face to face. 

 
 
 
You have truly embraced the Investors in People Framework and have provide 
effective people management and development in order to achieve high levels of 
engagement, which has in turn delivered higher levels of performance overall and 
has enabled you to drive your ambition forward  ‘to be an outstanding and well- 
run council which provides great services and outstanding opportunities for East 
Devon – now and for future generations’’ 

 
 
 
This was further endorsed by people’s passion around levels of service and support 
given to their residents, the community they serve and a genuine desire for EDDC 
to succeed, which I found inspirational. The encouraging high levels of involvement 
through working groups and team discussions during 1-2-1’s and SMT/SMT+ 
meetings, is something which is highly appreciated by people across the business. 

 
 
 
The assessment did, however, identify the need to focus more on the culture of 
recognition and appreciation. Whilst great examples were provided the consensus 
even amongst members of the leadership groups is that more could be done to not 
only recognise high performance but show genuine appreciate for this. There is a 
tendency for opportunities to appreciate and recognise to be lost because the focus 
is on dealing with the issues and pressures of the day. 

 
 
 
There was a pattern of services that scored lower than your average scores for all 
indicators, and we should look at these in more detail as we continue our journey 
together. 

 
 
 
There is no doubt that your experience and approach to change has assisted you 
in ensuring constructive engagement between officers and the newly elected 
council members. The forum of the SMT+ and cabinet will further develop 
collaborative relationships going forward to secure a single collective approach to 
how decisions are made in the future.



Page 66 I © Investors in People We invest in people  

What to be proud of 
 
 
 

• It is evident from the assessment that people clearly love working for EDDC and 
believe it to be a great place to work. The people I interviewed gave many examples 
to confirm this belief and the high numbers that scored EDDC either 9 or 10/10 are 
detailed within your report. I also observed an overwhelming sense of genuine pride, 
engagement and commitment from the employees – people enjoy and love working for 
EDDC! 

 

 
• Your  senior  leadership  team  can  only  be  described  as  passionate,  caring  and 

inspirational,  which was  mirrored at every  level  of  line  management  within  the 
organisation. I observed a very strong commitment to developing every aspect of your 
organisation in a consistent manner so that the Council Plan can be brought to fruition, 
this was confirmed further during several conversations where people referred to the 
‘golden’ thread’.  All individuals interviewed provided me with examples of where the 
inspiration and motivation of the leadership team had impacted on them both personally 
and professionally, something for the leadership team to be very proud of. 

 
 
 

• Your approach to flexible working practices is an excellent example of your ability to adapt 
to the changing needs of your people and their individual circumstances. The Work Smart 
strategy and workshops have clearly had a huge impact on engaging employees in new ways 
of working. All people who talked about this with me during interviews commented on how 
it had not only had a positive impact on their day to day work and roles but had made a 
significant impact on their personal ‘quality of life’ 

 
• Your ambition ‘to be an outstanding, well-run council which provides great services and 

outstanding opportunities for East Devon – now and for future generations’ is further 
supported by your internal culture and ethos of continuing to achieve outstanding 
performance and strive to be the best. This is underpinned by the underlying values and 
principles that identify the kind of organisation you are. 

 
 
 

• Your commitment to continuous improvement, high performance and innovation was also 
endorsed by the many accolades you have achieved as a result of outstanding 
performance. The best idea award for Alexa recycling, the Blue Flag and Seaside award, 
Green Flag – Devon Tourism award and the Mindful Employee Status accreditation are 
testament to this.
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What to work on 
 
 

• You could further develop reward and recognition by Continuing to involve all employees 
in shaping and designing an approach that matches their motivations, this has worked well 
in several services and is genuinely appreciated by employees. 

 
• You could further clarify the succession planning process, giving full clarity of how the 

career pathways and individual development plans contribute to career progression. 

 
• Although you scored high with 69% of people either agreeing or strongly agreeing to how 

well you communicate the organisations ambition you could ensure ‘all’ people managers 
at all levels take ownership for effectively communicating to their teams and colleagues’ 
corporate messages and other key activities within the organisation. 

 
 
 

• You’ve already started to include the Service Leads at the SMT meetings (now SMT+) and 
the  SMT+ and cabinet meetings, now you should  further  enhance  kinetic  teamwork 
approaches across the whole business, especially in those areas where scores are below the 
online organisational average survey scores 

 

 
 

• You don’t have a formal process for Involving people in reviewing the impact of change and 
how the results and analysis of this activity link direct to learning that will help shape 
ongoing continuous improvement activities. 

 

 
 

• You have made tremendous headway with the offering of internal and external coaching 
for employees, yet introducing formal development coaches within the business, to assist 
with on boarding, career mapping and skill gaps analysis will further enhance your 
commitment to embed a ‘coaching’ culture across the whole business 

 
• Your leadership team have a strong passion around recognising and appreciating their 

teams, which has had impact on motivation levels of employees, but they should now 
look at how their approaches can be replicated across the business. This will support your 
ambition and enhance motivation for change, people who are fully engaged and those 
that feel appreciated are far more likely to be productive and happy in their roles. 

 

 
 

• Every organisation needs successful and good leaders at every level who have the critical 
capabilities and skills they need to succeed. When I talked to people most of them were 
able to describe their own journey through career progression and how they were supported 
with their personal and professional development. This was conflicted however in the 
online scores for the theme ‘developing leadership capability’ where only 38% of people  
agreed or strongly  agreed  to  this  statement.  I  have  awarded  ‘advanced  for developing 
leadership capability’ in this indicator and suggest you take immediate action around this 
theme in particular.
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Congratulations on achieving 
 

Platinum! 
 
You care about your people, and we know you’re ambitious to do even more for them. 

Our feedback focuses on what you need to do to keep improving. 

 

 
 

Our recommendations 
 
We’ve considered who you are and where you’re at as an organisation. Our 
recommendations are designed to get you even further on your journey of where you want 
to be. 

 

 
 

• Create a strategy for where best practice can be shared widely across the business. There 
are mangers who have a strong passion around recognising their teams, therefore it would 
be suggested to look at how their approaches can be replicated across the organisation. 

 
• Consider in more detail how the newly elected Council members can benefit from pulling 

on the attributes of individuals at ‘all’ levels and from ‘all’ services to develop a single 
collective approach that supports the 2020 -2024 Council Plan coming to fruition 

 
• In order to progress further create clear metrics for every aspect of the business that can 

be measured, reviewed and continuous improvement becomes second nature to everyone 
in the organisation 

 
• Revisit what’s currently in place in terms of the succession planning process. When 

developing mangers and leaders for the future, place more focus on leadership capabilities 
needed and how this becomes embedded across the organisation. Based on the online 
scores in this area there is a perception that ‘leadership capability’ isn’t embedded as it 
should be for a high performing organisation. 

 
• Continue to ensure that the organisation encourages formal and informal departmental 

collaboration through shadowing opportunities, and inclusion in organised events. Whilst I 
found examples of job swaps and individuals changing career direction, you may wish to 
introduce a formal secondment scheme for those wishing to transfer from one service to 
another. 

 
• Update plans for future leadership and management development opportunities, this could 

include developing leaders further through a structured coaching programme and evolving 
the existing career pathways to include both internal programmes and external leadership 
and management/professional qualifications. 

 
• Think about how to create more opportunities for ‘lessons learnt’. This will provide a 

platform for reviewing both internal and external events and determine how learning is
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going to be shared through the organisation to ensure understanding and the development 
and maintenance of best practice. 

 
• Review, grouping responses and scores that were lower than the indicator organisational 

average from the on-line survey results in order to identify the reasons that sit behind this 
and address key issues for going forward. 

 
• Encourage the senior leadership teams to further develop their relationships with other 

services. I was inspired by the collaboration of two teams when sharing information such 
as handbooks. This will have had a huge impact on time efficiency and the value of 
collaboration. However, the organisation will benefit from considering how to further 
improve this critical and invaluable collaborative approach.
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What’s next? 
 
When you’ve had a chance to read this report, we’ll explain your results in our feedback meeting. 

 

WHO? 
The meeting will include: Tina Hall, Karen Simpkin, Mark Williams and members of the senior 
leadership team 

 

WHEN? 
The feedback meeting is scheduled for 10/03/2020. 

 

WHERE? 
We’ll meet at Blackdown House in Honiton at 10.00am 

 

WHAT? 
Together, we’ll… 

•   discuss your result and our recommendations in detail. 

•   brainstorm how to turn our recommendations into tangible activities. 

•   develop an action plan, which we’ll be able to review one and two years on. 
 
 
 

 

To keep your accreditation, you 
need to: 

 
•   keep meeting (or exceed!) the requirements of your award. 

• meet 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 your progress against your action plan. 

•   be reassessed no more than three years later. 
 
 
 

 

Don’t forget to celebrate! 
 
Let your people know who how you did. Reward them for their hard work and continue 
to include them in the journey you’re on.
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Assessment results 
 

Your results by indicator 
 

 

Compared to your last assessment where you achieved ‘gold’ accreditation for the second 
time you’ve moved up at least one, sometimes two, level(s) for every indicator. 

 

 
 

 
 
INDICATOR 

 
 
THEME 

 
 
DEVELOPED 

 
 
ESTABLISHED 

 
 
ADVANCED 

 

 
HIGH 
PERFORMING 

 

 
LEADING AND 
INSPIRING PEOPLE 

Creating transparency and trust    

Motivating people to deliver the 
organisations objectives 

    



Developing leadership capability     

 
LIVING THE 
ORGANISATION’S 
VALUES AND 
BEHAVIOURS 

Operating in line with the values    

Adopting the values    

 

Living the values 
   



 

EMPOWERING 
AND INVOLVING 
PEOPLE 

Empowering people    

Participating and collaborating    

Making decisions    

 
MANAGING 
PERFORMANCE 

Setting objectives    

Encouraging high performance    

Measuring and assessing performance    

 
RECOGNISING 
AND REWARDING 
HIGH 
PERFORMANCE 

Designing an approach to recognition 
and reward 

   

Adopting a culture of recognition     

Recognising and rewarding people    

 

 
STRUCTURING WORK 

Designing roles    
 

Creating autonomy in roles 
   

Enabling collaborative working    

 
 
BUILDING 
CAPABILITY 

 

Understanding peoples' potential 
   

Supporting learning and development    

Deploying the right people at the 
right time 

   

 

 
DELIVERING 
CONTINUOUS 
IMPROVEMENT 

Improving through internal and 
external sources 

   

Creating a culture of continuous 
improvements 

   

Encouraging innovation    

 
CREATING 
SUSTAINABLE 
SUCCESS 

Focusing on the future    

Embracing change    

Understanding the external context    
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Survey highlights 
 
This is where we look at where your performance is outstanding and where you can develop 
for the future to maintain and exceed the qualities and standards of a ‘high performing’ 
organisation. 

 
 
 
 

Your highest scores 
 
 
 
 
 

• 93% of people said they had discussed their performance with their manager in the 
past six months. 

 

 

•   92% said their role enables them to work well with others 
 

 

•   92% share the organisation’s values. 
 
 
 

…and your lowest 
 
 

 

•    22% felt they aren’t rewarded in a way that matches their motivations 
 

 

•   18% of people think they don’t get appropriate recognition for their work. 
 

 

•   17% disagree that the organisation creates great leaders.
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The IIP Benchmark below shows your overall performance for the online assessment 
compared to the IIP average for all organisations who have completed the online 
assessment and against the average Industry Benchmark for public administration and 
defence. You are sitting 7th out of 82 organisations within your industry, an excellent 
achievement. Please note this benchmark is based on live data and is correct as of 
31/01/2020. 

 

 
 

Your overall survey score 
 

 

 
 

 

Who took the survey? 
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Your survey results by 
indicator 

 
 
 

The tables below and overleaf show how your employees responded to the online 
assessment for each indicator of the IIP Standard (including the average per indicator and 
the difference to other organisations that have completed the online assessment). Both 
the difference from the IIP average and the industry average are detailed. 
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What your people told us 
 

 

Leading 
 
 

LEADING AND INSPIRING PEOPLE 
 
 
 

 
 

 
 

“The leadership team are the best, its’s a brilliant organisation, my opinion 
is valued, I am always encouraged by my manager and wouldn’t want to 
work anywhere else” 

 
“Our management team here are leaders who we can look up to. They are 
not long servers who got their jobs by proxy they want to lead, and it shows 
every day” 

 
69.9% of people had full agreement to the statement ‘management communicates the 
organisations ambition’ with quite a significant 27.7% margin of people ‘somewhat agreeing 
to the statement’. Continuing to ensure ‘all’ people managers at all levels take ownership 
and make the effort to continuously communicate and reinforce the importance of the 
purpose and business priorities to their teams and colleagues will provide the certainty 
required to improve communications in the future. 

 

 

I saw clear evidence of how the business strategy is set out through the council plan, annual 

staff awareness sessions with the CEO, and frequent ‘Mark my words’ publications, all providing 

the direction of travel you are taking and how you are progressing along your journey of keeping 

‘Devon an outstanding place. 

 
The Council plans three key priorities and outcomes of,   outstanding place and 
environment, outstanding homes and communities and outstanding economic growth, 
productivity and prosperity were strongly linked to the Strategic Leads, Service Leads and 
managers of people targets and I was impressed with how the ‘management commitments’ 
form part of their ‘contract’ sign off. Even more impressive was how these commitments 
were drawn up following feedback from the staff engagement survey and outline the 
behaviours and actions that your employees say are important to them.



Page 1717 I © Investors in 
People 

We invest in people  

The service plans were underpinned by key performance areas, key performance indicators 
and clear measures of success and reinforced the importance of business priorities. People 
across the business provided me with consistent descriptions of the organisations purpose 
and spoke confidently about what it is, what it means to them in their role and how 
information was available, including, the SMT and SMT+ meetings and monthly 1-2-1’s. 

 
Interviewees representing all services and mobile workers talked about the update 
delivered by the CEO (Mark my words) and how this was cascaded to all employees. Mark 
my words includes updates on topics such as: 

 

•   Council Plan 
•   Climate change – employees contribute to the action plan 
•   Poverty Agenda 
•   Commercialisation Strategy 
•   Fir for Purpose 
•   Careful Choices  https://video214.com/play/LhiJITzSisUq51kkvCZdmQ/s/dark 

https://www.snapsurveys.com/wh/s.asp?k=157830513849 
 

 
People felt this really helps them to connect to the business as the comment below 
illustrates. 

 

“More than 10 years’ service and I’ve loved my journey here, the leadership 
team have navigated us through some very difficult waters to make us 
sustainable and always keep us informed” 

 
I was inspired by the high level of trust within the organisation and the feeling of a ‘friendly 
and warm’ culture. I heard comments like “This is my first job, and everyone is so friendly, 
I get so much help and support with my studies too” and “We have no hierarchy here, 
we’re all equal, I stay here because I really enjoy my job and get full support from the 
whole of the management and leadership team” 

 
The on-line survey results support the positive comments gathered during the onsite 
interviews where 32.1% of people responded strongly agree to the question ‘my manager 
motivates me to achieve my best’.  One individual summed up in their own words as to 
why they gave this rating: 

 

“I feel so privileged to work for EDDC, my career has developed beyond my 
dreams, I couldn’t have achieved this without the support, dedication and 
commitment of my manager. EDDC have supported me through my career 
development plan and never let me down, I hope my team feel the same 
about mere than 10 years’ service and I’ve loved my journey here, the 
leadership team have navigated us through some very difficult waters to 
make us sustainable and always keep us informed” 

 
There was a clear understanding of what is expected of leaders in the business and this is 
reflected in the job descriptions, behaviour framework and manager commitments.  I was 
fortunate enough to talk to several employees who have grown within the company and 
been promoted into their current roles from the business. In the past eighteen months 
alone16 individuals have been promoted, examples being:  Civil enforcement Officer to 
Parking Services Team Leader, Building Control surveyor to Senior Building Control Surveyor 
and Rental Officer to Rental Manager.

https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fvideo214.com%2Fplay%2FLhiJITzSisUq51kkvCZdmQ%2Fs%2Fdark&data=02%7C01%7C%7C40b13adb1f744d5cf9ad08d7980c41f2%7C84df9e7fe9f640afb435aaaaaaaaaaaa%7C1%7C0%7C637145050717583419&sdata=OLKlXfdOkClHnVVk3eVtQrUOzHwzsQLipMy9y1ZOcAY%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.snapsurveys.com%2Fwh%2Fs.asp%3Fk%3D157830513849&data=02%7C01%7C%7C40b13adb1f744d5cf9ad08d7980c41f2%7C84df9e7fe9f640afb435aaaaaaaaaaaa%7C1%7C0%7C637145050717593424&sdata=owUzr7FUngs6vxE5i9hljsonfpqpPq7cnlsZGUmlK%2BU%3D&reserved=0
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The online results for the theme ‘developing leadership capability’ scored the lowest for 
the indicator with less than half 48% of respondents scoring favourably for the statement 
‘my organisation develops great leaders’ This was conflicted however during interviews 
where staff felt that future leadership capabilities are defined, and that EDDC develops 
great leaders. In order to move to high performing for this theme there is a requirement 
to have a more visible, structured and accessible framework for the development of 
leadership capability within the organisation. 

 
Most managers of people who I spoke to stated they had been involved in some form of 
management development programme, whether it be formal leadership skills training 
(ranging from change management – recruitment and selection), the management academy 
or external leadership qualifications (ranging from level 2 – level 7 of the Institute for 
Leadership and Management qualifications.)  In most cases, people described their own 
journey through career progression and how they were supported with their personal and 
professional development. 

 
Examples included an engineering assistant becoming a senior member of the engineering 
team, receiving support and funding to study his HNC in Civil Engineering, officers  taking 
on additional responsibilities and Service Leads who were able to share the skills they had 
developed through attending the Leadership Skills Programmes 

 
All Individuals who had been involved with either giving or receiving feedback during the 
‘management questionnaire process’ were able to describe how it provided a platform for 
employees to develop and set the benchmark of what an EDDC manager looks like. The 
development of the organisation’s ‘coaching’ programme is also giving existing and new 
managers the opportunity to receive coaching from the leadership team and external life 
coaches. 

 

The leadership team felt there would be enough evidence to confirm that EDDC would be 
‘advanced’ for this indicator, and considering the overall result of the online survey, 
benchmarking data and the interview feedback I gained enough evidence to conclude that 
the business is operating at this level.
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LIVING THE ORGANISATION’S VALUES AND BEHAVIOURS 
 

 

 
 
 
 
 
 

“I have never been made to feel like a ‘new’ person, I was one of the team from 
day one and what I love most of all is that the morals, values and principles of 
the council fit exactly with my own. I want to provide a great service, protect our 
environment and was delighted this week when a resident (who happened to be a 
councillor) complimented us a team for doing exactly that” 

 
All base questions in this indicator achieved between 64.9% and 84.2% full agreement to 
all base statement’s positive responses. This is an excellent achievement and the 
leadership team should be justifiably proud of this testimonial from their team. These 
results reinforce further the EDDC ethos of a family focused culture “EDDC is the most 
person-centred company I have ever worked for” was how one person described it. 

 
EDDC are certainly a ‘values driven’ organisation and the leaders described to me how their 
vision, and values are at the heart of everything it does and is critical to achieving its 
purpose ‘to be a successful district council delivering or commissioning the services our 
council tax payers expect despite the huge reductions in grants’’.  They truly shape and 
inform how the company and its people work both at a strategic level and operationally. 

 
There was evidence to show how the values were woven into the employee lifecycle and 
everything the company does. There was clear evidence that they are referred to daily, 
form part of the recruitment process and are focused on at team meetings, during 1-2-1’s, 
throughout the Performance Excellence review process and shape the way in which people 
work. 

 

“They were linked to in my interview, included in my contract and the 
behaviour framework links to them. Our values are all about us making sure 
that we do what we say we are going to do. As we say on our web site “East 
Devon- an outstanding place.” 

 
77.6% of online assessment survey respondents fully agreed that EDDC has clear values and 
84.2% felt their ‘behaviour reflects the organisations values’, one of the highest scores 
across all nine indicators and 27 themes. You should be justifiably proud of these ratings 
and these results underpin the comments made previously that the values are related to 
and lived in day to day work activities.
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Throughout the interviews, and as previously stated, everyone was able to confirm their 
understanding of the values and what they need to do in their role to live the values. 
Furthermore, they described how they adopt these values in their day to day work.  They 
described and gave examples of where they have ‘done the right thing’ in accordance with 
the values. “In my role I have given poor hygiene scores which are initially challenged by 
the business receiving them. I work with them to raise the standards and find it rewarding 
when they turn things around”. 

 
People could articulate the linkages between living the values, achieving the objectives of 
their roles and making decisions. Examples included giving their best every day no matter 
what (a great service, first time, every time), supporting those registered as homeless 
and working with Sanctuary Floating Support who can offer help and advice when needed 
(wellbeing of our residents providing help and advice at the earliest opportunity) and 
a situation where a new councillor is building a relationship with the team that they hold 
the portfolio for (treat others and their opinions with respect at all times). 

 
Living the values ranked as the highest theme across the online assessment survey with an 
outstanding 84.2% of all respondents in full agreement ‘My behaviour reflects the 
organisation’s values’. The statement ‘I challenge behaviours which don’t match the 
organisations values’ also reached a positive score with over half of the respondents, 59.2% 
fully agreeing that they can challenge behaviours that are not in line with the values. 
Continuing to reinforce the value around ‘challenge each other to enrich our teams and 
our business and enable colleagues to confidently challenge others who do not behave in 
line with the company’s values and behaviours would have a direct impact on the 
improvement on this score. Creating an environment where all people feel able to 
challenge and raise concerns when they see behaviours which are not in line with the values 
will also increase the level of confidence of the small pocket of employees who feel less 
confident to challenge behaviours than others. 

 
The confidence that all employees had in being able to report any issue to the CEO if they 
felt it necessary was confirmed with most of the officers and mobile workers saying they 
were able to challenge the status quo at any point without feeling there would be 
repercussions. 

 

“If I need to speak to my service lead, I’ll phone her, she always listens, and 
I’m never criticised” 

 
“EDDC breeds confidence in us all, we’re not afraid to challenge, and when 
we do, we don’t get slapped” 

 
Your employees are making an enormous difference to their residents and the community 
they serve every day. An excellent example of this is where through the desk top analysis 
I was able to review the Service action plan process and the achievements against those 
plans. Examples are plenty and a few of these can be seen in the table overleaf.



Page 2222 I © Investors in 
People 

We invest in people 
 

 

Achievement Outcome Strategic link to 
Council Plan priorities 

Seaton Wetlands achieved BBC Countryfile’s 
magazine UK’s best ‘Nature Reserve’ runner 
up 

Seaton Wetlands have increased numbers 
of visitors year on year from 60,000 (2018) 
to 65,000 (2019) 

Delivering and 
promoting our 
outstanding 
environment 

East Devon’s Public Health review was 
published with a video to support the message 

A positive difference to everyone’s 
physical health and mental wellbeing 
across East Devon 

Continuously 
improving to be an 
outstanding council 

Council Tax collection rate is the highest in 
Devon and new benefit claims processed 
across Devon and Cornwall 

98.1% of council tax collections achieved 
2nd highest across Devon and Cornwall to 
process new benefit claims 

An outstanding Council 

Production and publication of the new 
homelessness strategy and ongoing action plan 
aligned to ‘fit for purpose’ and meeting the 
needs of those who approach and need our 
service 

£93.000 of additional funding secured 
from central government 

Encouraging 
communities to be 
outstanding 

East Devon resident’s magazine, e- 
newsletters, Wild East Devon News and 
Economy bulletin all published to support with 
media developments 

9,400 subscribers to e newsletters, 4,808 
subscribers to Devon Residents magazine, 
3,219 subscribers to Wild East Devon News 
and 1,500 subscribers to the twice-yearly 
Economy Bulletin 

An outstanding Council 

 

The annual staff awareness sessions which are delivered by CEO Mark Williams are clearly 
a very important vehicle for informing staff about the new council plan and other 
information. When talking to employees and members of the leadership team I was 
delighted how when this year saw Mark as the returning officer for the elections and all 
meeting rooms were full up with election administration he was unable to conduct these 
sessions. To accommodate this situation and ensure everyone received the ‘usual’ this is 
our journey going forwards a film of Mark was produced and communicated at team 
meetings. This        video        is        also        accessible        through        you        tube 
https://www.youtube.com/watch?v=eKvGfwVMPgI&feature=youtu.be 

 

There is no doubt that the approach of EDDC’s philosophy and culture of ‘keeping Devon 
an outstanding place’, has a strong connection to their values and has been a key factor 
behind the company’s success to date.

https://www.youtube.com/watch?v=eKvGfwVMPgI&feature=youtu.be
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EMPOWERING AND INVOLVING PEOPLE 
 
 
 

 
 

 
 
 

“I truly believe in EDDC, and we all have a say in how we can improve the quality 
of life for our residents and the community, we build on our experiences for the 
future and develop the confidence to make the decisions we have to make on a 
daily basis, the motto here “have courage to be bold and take the initiative” 

 
“I came back to this company because of my boss, I am mobile most of the time 
and we’re not only trusted we are empowered to ‘get on with things’ I’m 
constantly encouraged to come up with new ideas, even though they may 
challenge our current ways of working” 

 
The was a very strong score to the statements ‘I am encouraged to use initiative in my 
role’ (76.3% strongly agree or agree) and ‘I am trusted to make decisions in my role where 
76.5% of all responses were in full agreement of the statement, which displays an 
encouraging picture. This picture however, presented some variances in the remaining 
statements  Whilst 78.6% of people were positive to the statement I have a say in decisions 
that affect my role (strongly agree to somewhat agree), 23% responded ‘somewhat agree’, 
leaving 54.6% in full agreement with the statement. The potential reasons for this slightly 
mixed feedback and what potential actions would further embed a culture of people 
feeling part of decision making are debatable. However, this could include Team Leaders 
and Service Leads involving people more when operational decisions are being made, or 
perhaps having more ‘stand up’ meetings at the start or end of the day. 

 
I established during the interviews that within the EDDC culture it is the norm to try new 
things, put forward new ideas and take positive risks. This was further supported by 
employees being very clear on the parameters set by the organisation. I was very impressed 
by how at all levels within the organisation people could eloquently describe how details 
of the monthly SMT and SMT+ meetings held were fed back to local areas through team 
leader meetings, group sessions, team ‘huddles, personal e mails and in some cases 1-2-1 
meetings. 

 
“We use our initiative constantly, me and my colleague developed a proposal 
for changing the way we handle complaints, our boss took it to the SMT 
meeting, and they went with it. We do things like this all of the time” 

 

“We are trusted by the leadership team and our service leads/team leaders, 
they give us lots of freedom.  I feel empowered and I get support for every 
decision I take”
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The partnership between council members and the portfolio’s they hold have clearly been 
developed through open, honest dialogue. The cabinet meetings with the SMT+ have 
presented the opportunity to discuss the fulfilment of roles on both sides and how you 
(EDDC) and members are delivering against the organisation’s values and principles. People 
shared with me examples of the discussed topics, such as the 10-point action plan which 
came out of the peer review process, development of relationships, and any controversial 
issues arising. 

 
The SMT and SMT+ meetings are also an excellent example of where feedback is shared 
with the team who are truly involved and empowered to gather insights and best practice 
for improvement. One person commented “I truly believe in EDDC, and we all have a say 
in how we can improve the quality of life for our residents and the community, we build 
on our experiences for the future and develop the confidence to make the decisions we 
have to make on a daily basis, the motto here: 

 

“have courage to be bold and take the initiative” 
 
People are also given to opportunity to lead on various project groups e.g.: happy, healthy, 
here, securing funding. This is usually in addition to their day-to-day roles, provides 
‘stretching and challenging’ activity and the opportunity to develop other skills and 
knowledge further. 

 
The theme of ‘participating and collaborating was the lowest scoring theme, strongly 
impacted by the statement, ‘I have a say in decisions that affect my role’. I got a very 
clear impression when I spoke to people that they were involved with decisions that 
affected their role. In fact, throughout interviews people were clear about the role they 
perform, and the level of responsibility, accountability and autonomy afforded to them in 
their job role. This is not only reflective of those holding leadership and team leader roles 
but of people at all levels and positions. The use of regular updates, policy guidance, team 
meetings and 1-2-1’s ensure knowledge and information is transferred effectively between 
and across teams. 

 
During the onsite interviews, people confirmed that there is a culture that encourages 
participation and collaboration.   They described several mechanisms to support this 
including, daily chats’, raising funds, 1-2-1 meetings, team meetings, SMT team round up 
through Mark my words and the annual staff awareness sessions - various task forces, to 
name a few. People say that through these forums and their teams, they do feel that they 
are consulted on decisions that may have an impact on them – and that the contribution 
they make does make a difference, with one person stating: 

 
“Participation and Collaboration are viewed as embedded practices and enables 
individuals and teams to make decisions that will benefit the organisation and 
the residents we support” 

 
Other examples I was given of participation and collaboration were centred around the 
development of the commercialisation strategy. There was a strong sense that people were 
involved and participated in decision making around how this progresses and becomes part 
of everyday working practice. Through my desk top analysis, I was able to ascertain that a 
key objective within the Commercial Investment Framework is ‘income generation to 
contribute to reducing future funding shortfall’. People shared positively during interviews 
how they and their teams are working together to contribute to address this. Key decisions 
made within teams have delivered substantial results already. Some examples being: 

 
• Negotiated terms to transfer the Knapp Nature Reserve, resulting in resources used to 

manage and maintain this giving a capital receipt in excess of £50,000 
•    Secured £18,000 to support management activities at Seaton Wetlands, Trinity Hill 

LNR and Knapp Copse LNR 
•    Generated additional income of £15,800 through the grant of temporary licenses
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People also stated during the interviews that there was a good level of teamwork and 
collaboration across the entire organisation. One person stated: “We can’t survive without 
good teamwork. We all work together and need each other, this helps us to be transparent 
and honest, If we don’t collaborate with others, we will all fail, we learn from our 
mistakes, act on them promptly and this is done through amazing team work” 

 
The positive examples for the theme participating and collaborating are in the majority 
and there is clear evidence of participation, collaboration and teamwork being at the heart 
of EDDC’s approach to making decisions, hence ‘high performing’ being achieved. 

 
Examples were given to me during interviews from officers and mobile workers where their 
team leader/service lead had spent time with them to develop their confidence and 
capability to take the lead in their roles. Several individuals shared with me how ‘proud’ 
they felt to be able to make decisions and shared how important it was to them to be 
trusted. 

 
Many people shared with me how role development is aligned to support decision making, 
how they are encouraged to take on ownership and demonstrate competency to undertake 
greater levels of responsibility. The ‘home grown’ ethos of developing people within and 
the career pathways available will certainly contribute to this. During interviews I was 
given numerous examples of how the leadership team openly share information which 
supports them in their own decision-making process. 

 
People also feel very empowered to make decisions and challenge ways of working to 
improve the organisation further. During our conversation, one person stated: 

 

 
 

“We can be creative, we link it back to our residents’ feedback and can be fully 
empowered to introduce new applications like the Alexa app, this really 
motivates me and makes me feel extremely valued” 

 

 
 

Another point to note, is the link I was able to make with one of your values and principles 
‘deliver quality, accessible services – a great service, first time and every time’, 
people are fully encouraged and empowered to challenge the status quo in order to 
improve EDDC’s performance. 

 
The rise since the previous assessment of the number of taskforces and project teams 
within EDDC is a clear indication to me of how people participate and collaborate and help 
shape decision making. The outputs from these is significant in improving the organisations 
performance as seen in the revenue generation examples and service action plan outcomes 
table on page 25. 

 
The ‘as is’ status for this indicator as perceived through our context meeting discussions 
and group analysis was ‘high performing’. Based on ‘all’ evidence gathered I am delighted 
to confirm that the business is operating at this level.
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Supporting 
 

 
 

MANAGING PERFORMANCE 
 
 
 

 
 
 
 

“I have 1-2-1’s every month which are great for measuring our weekly, monthly 

and personal objectives and targets. This does feed into our PER but what is good 

for me is we talk about the future, are we equipped with the skills and knowledge 

we need and how my manager can support me with my professional and personal 

development. I have worked in organisations where this process is ‘lip service’, 

not here its ‘alive’ all year round” 
 

 
 

The highest scoring theme for this indicator was 93.1% positive responses to the statement 
‘I have discussed my performance with my manager in the last six months’ The remaining 
three statements showed positive scores ranging from 79% - 90.8% (Strongly agree to 
somewhat agree) 84.4% of people fully agreed with the statement ‘I have agreed my 
objectives with my line manager in the last twelve months, closely followed by 84.2% of 
people fully agreeing to the statement ‘I have discussed my performance with my manager 
in the last six months’ 

 
I have seen clear evidence of how the annual performance review process plays a pivotal 
role in ensuring you deliver on your vision and values as well as objectives laid out in the 
Council Plan. The process was viewed by all as ‘vital’ and people felt it enables them to 
understand how their roles fit into the delivery of the Council’s priorities and how the 
measurement of their performance contributes to them achieving their full potential. 

 
People were able to articulate quite clearly what is expected of them in both their day to 
day duties and the behaviours that are expected of them. Many linked this back to the 
overarching purpose of the council and its values that support it. Most individuals shared 
with me how they valued the behaviour framework and how it was used to provide 
constructive feedback and encourage development. This was further supported by the very 
encouraging results of the online survey where 84.4 % of people fully agreed with the 
statement “I have agreed my objectives with my line manager within the last 12 months”
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I  observed  differences  in approach towards  individual  1-2-1 reviews,  yet all people 
interviewed when asked, were very aware of what is expected of them and were able to 
relate their individual performance to the effect it has on the organisation. A Comment to 
support this was: 

 

 

“My goals are linked to the overall plan of the Council and I can see this, they 

also impact on how the community and our residents see us as an organisation.” 
 
 

 
In most cases people were able to share with me how their objectives presented an 
opportunity to talk about how they could stretch themselves even further. An excellent 
example was where an individual identified that both she and the organisation could 
benefit from closing the gap between her managers many years of practical experience 
and her own lack of knowledge/experience in Advanced Housing Policies and legislation 
changes. She is now studying a Chartered Institute of Housing (CIH) level 4 qualification. 

 
There was a strong sense amongst most people feeling that they were actively supported 
to drive for high performance. People cited regular feedback as a means to drive this even 
further with one person stating “My manger always gives us feedback, even when she talks 
about improvement areas they are discussed as areas for development. This really 
motivates us a team to improve our performance and get better” and another stating 

 
“We are always getting feedback, on how we are doing, even when I was given constructive 
feedback on an error I had made, it was given in a direct way but a way I could develop 
and learn from it” 

 
People said that this feedback is given on a regular basis through 1-2-1’s and more formally 
at the PER reviews. They cited this feedback as helpful, developmental and constructive 
in nature, helping to support growth and higher levels of performance going forward. At 
the regular events that take place within EDDC e.g. – team meetings, outstanding awards, 
star performer and star teams etc, people are publicly recognised for the good work that 
they do – people say that this too encourages them to strive for higher performance at all 
times. 

 
I heard about how the fit for purpose programme and the associated Management Academy 
has better equipped managers and Service Leads to have more robust performance 
discussions with people. There are strong indications that the performance management 
culture has matured since the last Investors in People assessment and this is in part due to 
the continuity of, and increased capability of the Service Leads   who have been ably 
coached and mentored by the Strategic Leads  and External Coaches. 

 
New employees receive regular progress reviews where targets are set using SMART 
objectives. One example that stuck in my mind is where a new employee shared freely 
that he had met the CEO, had a tour of the whole building and sat down with his manager 
to set specific targets, agree the support he would get to help him achieve them and agree 
timelines. This approach was also consistent across all levels and all services. Thereafter, 
performance is reviewed formally on a monthly basis through 1-2-1’s as previously stated. 

 
People said that they enjoy the 1-2-1 and the PER meetings as they talk about levels of 
achievement around their objectives and time is spent discussing their career aspirations 
going forward and what training and development needs, they have in order to realise 
these aspirations.  Many examples were given to support this e.g.: vocational training, 
health and wellbeing programmes, the management academy programme and external 
training to support with professional development in the areas specific to each of the 
services within the organisation.
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Many people confirmed during interviews that objectives are often stretching, and it is 
generally clear how they support the strategic goals for EDDC. A management commitments 
survey is sent out to employees asking for feedback on how their manager is performing in 
the areas of: Communication, Systems thinking and excellence in service delivery, Trust 
and Respect, Accountability, Working Together, Excellence in Leadership and Living our 
values. 

 

 
 

 

I was given the full data report to show how scores have improved year on year over the 
past four years and was delighted to see that higher scores had been achieved across most 
of the 49 questions asked. All questions asked link back to the Investors in People indicators 
which I found both inspiring and commendable. I have captured images from this years 
questionnaire where in previous years a rating of ‘agree’ was given. 

 

 
 

 

 
 
 
 

Many managers have attended a recently introduced learning event called “Conflict 
Resolution”.   Everyone attending gave the programme a 10/10 rating and comments 
included: “tools I will use going forward”, “brilliant thank you”, “exceeded expectations”, 
“so many great examples of how to deal with customers and our teams”. The learning 
from this course, will have certainly gone some way to dealing with and giving constructive 
and sound feedback to team members.
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RECOGNISING AND REWARDING HIGH PERFORMANCE 
 
 
 

 
 
 

 

“It is because of having regular chats with my manger that I am now taking a 
completely different direction in my career, I came here with very little idea of 
what I truly wanted to do and now I have the ‘perfect’ role” 

 
 
 
This is possibly the only indicator that has showed a significant variation between the 
leadership teams’ assessment and the actual results.  Theme scores ranged from 53.8% 
positive responses to the statement ‘I’m rewarded in ways that match my motivations of 
which 34.4% strongly agreed or agreed with the statement to 78.2% positive responses to 
‘I feel appreciated for the work I do, with 58.6% either strongly agreeing or agreeing to 
the statement. I believe the two lowest scoring services had a significant impact on this 
indicator as 6 out of the 10 service groupings scored higher than the average indicator 
score. 

 
We have discussed indicator 5 in detail over the past eighteen months and our approach to 
address perceptions across the whole business has already seen significant improvements 
in terms of ‘peoples’ comments during interviews. We should note however, this indicator 
is not only the lowest scoring indicator there are significant margins across the whole theme 
where people only somewhat agreed with the statements, an example being ‘I feel 
appreciated for the work I do’. On the surface only just over half 58.6% fully agree with 
this, this wasn’t the case on further exploration when I talked to people. The face to face 
interviews were extremely positive with isolated comments on ways to improve implying 
the score for this theme was geared more towards 78.2% which includes the 19.6% of 
people who somewhat agreed. 

 
Taking all factors into account and my own experience it is not unusual for ‘Recognising 
and rewarding high performance’ to be one if not the lowest ranked indicator within the 
survey.  The fact that this happens frequently is perhaps an indication of how personal 
perceptions of reward and recognition are. I would suggest you look at where best practice 
can be shared more widely across the business. During conversations I had with your people 
there are clearly many managers who have a strong passion around recognising and 
appreciating their teams, and their teams felt they were appreciated and recognised. Look 
at how their approaches can be replicated across the business. 

 
Interview evidence provided some excellent examples of high performance being 
recognised and rewarded, however, the consensus across all levels within the organisation 
is that more can be done to consistently acknowledge and appreciate employees.
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I was delighted to see you are carrying out regular pulse checks to seek feedback from your 
employees regarding how the organisations is meeting their individual needs, especially as 
this was the lowest scoring theme of the indicator. The most recent feedback I saw in one 
of the ‘you said’ sections was people wanted more tangible recognition such as money or 
time off. This was taken on board and all winners (individuals and teams) of the Annual 
Outstanding awards were presented with a £50 voucher of their ‘own’ choice as well as a 
trophy. I also found the approach to reward and recognition flexible and tailored to meet 
individual motivations. An example of this is, was as a result of the feedback from the 
previously mentioned ‘pulse check’ approach the second most popular request was to have 
a better discount with Leisure East Devon (LED), this has now been negotiated from 10% to 
20% membership discount for all employees. 

 
The leadership team were able to describe to me in detail EDDC’s approach to recognition 
and reward.  They referenced Annual Awards, Star Performer, Star Teams, Lottery Rest 
Days, Happy, Healthy, Here and Work Smart. Examples of reviewing the approach to 
recognition and reward were also provided during interviews. 

 
One employee spoke about how they had indeed been rewarded in a structured way in 
terms of the performance review process identifying her potential which eventually led to 
a promotion. She told me of how her development is being promoted as recognition of good 
performance whilst also helping her to meet future challenges. Another employee 
commented: 

 

“We work outside every day, so the happy, healthy, here, walks weren’t 

relevant to us, so we were asked what we wanted and now we have the ‘rest 

day’ lottery, its great” 
 
The flexi time scheme has provided the opportunity for employees to flex their start and 
finish times and facilitate time off at another time, subject to business needs. Several 
people openly talked about this during interviews and how it had helped them in terms of 
‘juggling’ their personal family commitments. Examples included taking children to school, 
attending to sick parents in the early hours. This approach to flexible working is second to 
none, with EDDC being totally committed to ‘Work Smart’ principles. Applications are 
welcomed from employees who wish to vary work patterns, place of work and working 
style, subject to the needs of the business. An excellent example of this was where an 
employee shared how they had been in the organisation for several years, now had family 
commitments and was now working part time opposed to full time. She commented: 

 

 
 

“9 years ago, I would never have believed I would stay in one job for that long. 

I really wanted to stay here because of the autonomy we are given and the 
variety I have in my role, ‘work smart’ has supported me with this and I still 

feel completely involved with the team” 
 
From the interviews and the context meetings there is a strong sense that people regularly 
get recognised for the work that they do.  The leadership from the Strategic and Service 
leads has set the tone for this culture and I felt this during my on site visits There was an 
overwhelming sense that people felt truly appreciated and valued for their efforts, by the 
leadership team. One person stated: 

 

 
 

“If I was to sum up my manager I would say he was positive, friendly, 

approachable, he often asks how I am and how was my day’ – he is very easy to 

talk to and frequently thanks me for all my efforts and hard work ”
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Most of the people I interviewed agreed that recognition isn’t something they have to think 
about, its lived and breathed every day. As for it being part of the culture, I heard 
conflicting stories of how and when people were recognised and appreciated. Comments 
included:  “I’m constantly recognised by my manager and really feel its genuine, comes 
from the heart and I’m appreciated for what I do” and “I love my job, love working here 
and can’t think of working anywhere else, it would be nice though if I was shown a little 
more appreciation for my efforts, just a thank you or ‘well done’ means so much”. 

 
The best examples of a culture of recognition and reward for me came when I asked people 
what keeps them at EDDC. I was overwhelmed with the responses, and received comments 
such as: 

 

“When I was diagnosed with a serious illness, EDDC were so flexible, they care 

about us, they cared about me, this made me feel valued and appreciated for 

the hard work I do” 

“How many leadership teams do you know who travel around visiting even the 

remotest service teams just to have a chat, a cup of tea and say hello” 
 
The above comments truly reflect on the organisations culture of appreciating your 
employees, this is further supported by EDDC attrition figures against the industry average. 
It should be noted that I have considered the slightly higher turnover prediction for 2019 
due to the relocation from Sidmouth to Honiton. 

 

 
 

Category Industry Average EDDC 
Staff Churn Jan 2018 13.4%         (industry 

data) 
11.4% 😊😊 

Staff Churn Jan 2019 13.7%         (industry 
data) 

12.1% 😊😊 

 

I was able to establish during interviews that people truly believe they and their teams are 
rewarded for high performance in both monetary and non-monetary ways. The star 
performer, star team awards, long service awards and outstanding achievement awards 
were referenced throughout my 4 days on site and people gave an overall positive picture 
of the value of these. People shared with me how much they enjoyed the long service 
lunches and getting their’ badge’. Other examples were where individuals had received 
public ‘thankyou’s’ in team meetings and through the star performer and star team 
process. 

 
The annual outstanding awards ceremony is an excellent example rewarding individuals 
and teams for outstanding performance and the structure process you follow in terms of 
criteria is commendable. Another example I observed was the Streetscene photo board. It 
was explained to me by member of the team as “every time a member of the team is 
photographed going above and beyond their photo is displayed on here”. The impression I 
left with after this was a strong feeling this was ‘great’ and good fun too!!
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Although It is often argued that leaders are responsible for motivating their people.  This 
statement is inaccurate because people are fundamentally self-motivated.   The role 
therefore of leaders at any level is to create an environment which encourages people to 
be self-motivated. Fundamental to this is the need for leaders to get to know their people 
well to understand their drivers and frustrations. I was once again overwhelmed with the 
comments from people who shared stories of how ‘well’ their manager knew them and 
understood their circumstances and needs: “It is because of having regular chats with my 
manger that I am now taking a completely different direction in my career, I came here 
with very little idea of what I truly wanted to do and now I have the ‘perfect’ role”. 

 
Almost all leaders within EDDC are applying the knowledge of their people appropriately 
in the way they recognise and reward performance leading to better outcomes as these 
comments convey. 

 

 
 

“I do feel appreciated and appreciate EDDC too for taking a chance on me, 

developing me and encouraging me to work here, even part time when I was 

studying” 
 

“I If I didn’t believe in EDDC and didn’t feel they believed in me I wouldn’t stay 

here, I used to get what I called the ‘3-year itch’ and have been here 6 years, 

says a lot” 
 

 
 

To support EDDC’s ambition and enhance motivation for change, people must be fully 
engaged and fully committed; and those that feel appreciated are far more likely to be 
productive and happy in their role, which is all part of motivation and retention. 

 
There have been numerous examples of effective practice and an overwhelming sense of 
appreciation across the organisation, but a combination of the online assessment survey 
results and the broad collection of beliefs that more can be done to consistently 
acknowledge and appreciate employees means the theme of ‘Adopting a culture of 
recognition’  currently  sits  at  ‘advanced’,  which  means  this  indicator  too  sits  at 
‘advanced’.
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STRUCTURING WORK 
 
 
 

 
 
 
 

 
“Every day is different, I leave work every day feeling like I have achieved 
something new and given back to the resident’s, the community and my team” 

 
“For me, coming here isn’t a job, my job is to help change people’s lives, and 
enable them to gain the confidence to move forward and start again if they have 
to, this is my life at EDDC” 

 
The evidence gathered during interviews confirms the impressive scores in the on-line 
survey where 78.3% of people fully agreed the question ‘my work is interesting’. This was 
reiterated in so many ways during interviews, and the evidence I was able to gather 
reflected this. 

 
Significant work has been undertaken across EDDC with regards to developing a structure 
that is ‘fit for the future’ and ‘fit for purpose’.  There are clear roles and responsibilities 
for staff which enable them to deliver effectively on the business ambition and goals. The 
‘fit for purpose’ strategy must be commended in terms of how you continually review your 
workforce, ensuring they have the right skill, in the right place at the right time. An 
excellent example of this is the recent recruitment of a Climate Change Officer to support 
with the organisation’s key objectives. 

 
I  was  given numerous  examples  of  where people  were  trained  to  develop  skills  in 
preparation for taking on additional responsibility and progressing their careers, the fact 
that ‘all’ of the EDDC team are trained constantly throughout the year to ensure each one 
of them are equipped to meet the changing needs of business requirements, legislative 
requirements and daily life was also confirmed during the interviews. There were many 
people who confirmed that they had the opportunity to develop their skills and knowledge 
further in order to progress. There were also many examples of where people were trained 
to multi skill, cover and work in other areas of their service. This is another example of 
where the structure can be flexible to manage the changing organisational priorities etc. 

 
85.5% of the on-line assessment participants responded positively to the question “I have 
the right level of responsibility to do my job effectively”, with 72.7% of them fully 
agreeing. Throughout the interviews people consistently referred to the policies and 
procedures in place. Everyone has access to these, and they are the cornerstone of 
operations, explaining each process through guidelines and a step by step approach.
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People talked to me about how policies and practices are updated regularly, and the 
monthly SMT and SMT+ meetings provide a forum for not only refreshing practices and 
policies but for informing any changes that have taken place and how this affects everyone 
on a day to day basis. 

 
Reflecting the positive score above, during the interviews people were generally very 
positive about the level of responsibility they have, allowing them to make decisions and 
take personal ownership for it, with one person stating; 

 

 
 

“EDDC breeds confidence in us all, I was blown away by how much trust my manager 
had in me from the start, EDDC is the first place where I’ve ever worked where I 
don’t feel constantly checked upon” 

 

 

From the interviews people were strongly encouraged to work collaboratively and form 
informal and formal networks to enable this.    There many forums discussed including, 
workshops and meetings to facilitate and maximise the creation of informal and formal 
networks to optimise collaboration between functions and services.  These included SMT 
and SMT+ meetings, cross team sessions, and daily /weekly briefings.  During interviews 
the informal sessions were referred to as ‘team huddles’ which reconfirmed to me the very 
strong and infectious ‘family feel’ to EDDC as an organisation. This helps to facilitate 
collaborative working and given the values that your people so strongly live and breathe 
within the organisation, proves how everyone genuinely wants to help one another. 

 
Numerous examples were provided during interviews where services worked together on 
projects, innovative system development and various community events. Toolkits across 
services are often shared. A good example of this was where the Countryside and Leisure 
team shared their volunteer handbook with the team at the Thelma Hulbert Gallery who 
have 40 volunteers. The annual service away days not only encourage teams to develop 
their networks and build relationships, they are an opportunity to learn from the year’s 
experiences, share their achievements and plan for the challenges and opportunities 
ahead. 

 
I was inspired again by the ‘friendly’ culture and how everyone not only gets on very well 
with each other but shares a mutual respect that is invaluable. The on-line assessment 
scores, once again support and confirm the positive responses received during the 
interviews with an impressive 83.2% of people fully agreed with the statement “my role 
enables me to work well with others’.  This score can easily be shifted to include the 9.2% 
of ‘somewhat’ agree by introducing knowledge sharing sessions presenting employees with 
an opportunity to discuss their past experiences and areas of expertise. A good example of 
this is where a team member at the Thelma Hulbert Gallery has a background in event 
management.
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Improving 
 
 

BUILDING CAPABILITY 
 

 
 

 
 

“I learn constantly, love learning new things and the opportunities are here at 
EDDC for me to do this. I have progressed and developed to a stage in my career 
that I could have only dreamed of, EDDC has helped to make my dream come 
true” 

 
Interviews and Context Discussion evidence was stronger than the online survey assessment 
results for this indicator generally and in particular to the lowest scoring statement. 
Examples of how people are matched and developed into positions through a structured 
career pathway have already been mentioned previously and the positive evidence to 
support this indicator during interviews is also reflected, where 6/10 of the service groups 
scored this indicator higher than the overall benchmark score of 5.5. Two service groups 
scored the same and two scored lower. The overall benchmark score for this indicator was 
also +0.40 higher than the industry average. 

 
I was able to gather clear evidence and excellent examples to support the ‘high 
performing’ level  of this  indicator, the introduction  of  career  pathways,  behaviour 
frameworks, succession planning and a new learning and development management system 
being launched in the next few months to name a few. This reinforces how the organisation 
has looked to the future to identify and plan the capabilities people will need to deliver 
success. In order to continue development in this area I would encourage you to consider 
introducing regular (perhaps quarterly) Talent Review Meetings across the business. (Whilst 
the succession planning process and that PER scores are discussed which both work very 
well, I  feel the organisation will benefit from  frequent  ‘group’  talent  management 
discussions). You may also wish to consider introducing formal development coaches within 
the business, to assist with on boarding, career mapping and skill gaps analysis. 

 
Employees gave many examples of where peoples potential had been realised (some 
examples already given in indicator 1, ‘Developing Leadership capability’) and understood 
and as a result people had been promoted and/or moved to different positions. This 
happens at all levels.  EDDC have promoted 18 people across the business within the past 
two years who have attended the internal management academy programme:
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Previous roles Promoted position 
Land Charges Clerk Manager 
Mobile  Support  Officer,  Assistant 
Manager 

Service Lead 

Engineering Assistant Senior Engineer Technical 
Enforcement Officer Parking Services Team Leader 
Apprentice Officer 

 

 
Employees described how the 1-2-1 discussions and the annual performance excellence 
reviews are the formal opportunities to have career conversations.  They confirmed that 
they do have a ‘two-way’, honest and open conversation about their future career 
aspirations as well as discussing levels of performance and identifying areas for further 
learning and development.  Understanding people’s potential starts right at the top and 
very much at the start of people’s employment journey. 

 
I heard about a range of learning and development opportunities for people across the 
organisation, at every level, designed to enable your employees to gain further skills and 
knowledge they need to carry out their existing role or to help them expand their 
knowledge and skills further to achieve their full potential. These discussions were further 
supported by in order to assist with business requirements, and provide flexibility in the 
learning and development arena, employees can complete their training online at a time 
that suits them best. The offer a full suite of 400 e learning programmes and 32 formal 
learning programmes and events has improved significantly over the past three years. 

 
E-learning is now firmly embedded as a valuable learning and development resource and 
the number of employees engaging with e-learning has increased significantly by 64.68% 
over the last 3 years. 535 users and 2758 courses undertaken. In 2018/19, 98 training 
events have been delivered on 32 different subject areas with a total of 1245 attendees, 
a 54% increase over the last 3 years. 

 
There is most definitely a clear learning and development culture within EDDC, and this is 
evident at every level.  There is a clear training and development strategy in place with 
an annual budget to support this.   Both mandatory training and development training 
exists, and I heard many stories about how you recognise that people’s needs are different, 
and people learn in different ways. There is a whole host of training activities at every 
level for employees. 

 
The positive responses from the interviews were supported by the on-line assessment where 
80.1% of people responded positively to the statement “I make use of my organisations 
learning and development opportunities’ and an impressive 86.4% of people responded 
positively to the statement ‘I have opportunities to learn at work’. However, these scores 
do include the percentage of people who somewhat agree, and we should look to closing the 
margins, 18.6% and 22.7% for the two statements. Continuing to deliver and develop a wide 
range of effective learning and development interventions should assist with this and 
encourage more people to take full advantage of the excellent learning opportunities you 
have within the organisation. It may be that the ‘somewhat agree’ people are part time or 
remote workers so we can look at this further and discuss our options during the feedback 
meeting. 

 
Many examples were given of other means of development such as Emotional Intelligence 
workshops, sponsorships for vocational qualifications (e.g.: level 6 in Chartered Surveying- 
more examples in the table below), coaching, on the job training, service away days, happy 
workshops, menopause training, positive psychology and resilience training, workplace 
meditation training, etc.
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Job Title  Qualification Completion Date 
Income   and   Payments 
Assistant 

 AAT 1,2 and 3 2016 - 2019 

Assistant Accountant 
Assistant Accountant 

 AAT3 
ACCA 

01 April 2019 
To be completed 2020 

Maintenance Surveyor  Building Surveyor Degree To  be  completed  May 
2020 

Housing Advisor  CIH  level  3  in  Housing 
Practice 

May 2018 

Trainee Engineer  City and Guilds – 2D CAD 
level 3 

June 2018 

Rental Officer  CIH  level  3  in  Housing 
Practice 

February 2018 

Environmental      Health 
Officer 

 City     and     Guilds     – 
Education and Training 

February 2018 

 

 
The support provided for those that are going through some form of development activity 
is second to none and workshops such as the Climate Change sessions have been used as a 
platform to develop the Climate Change Strategy. 

 

 
 

 
 

The overwhelming consensus proves that operationally team leaders, service leads, and 
strategic leads provide a supportive culture and ensure learning is available to everyone. 
I was highly impressed during interviews at people’s passion for lifelong learning and 
embracing a learning culture. One individual commented: “Learning is part of our culture, 
I’ve learnt so many new skills, gained so much knowledge and the leadership team are 
involved throughout, their passion, commitment and ability to give us the tools we need 
to develop are second to none”. 

 
People also confirmed that they have the opportunity to put their learning into practice 
and this is discussed, with their managers, at their 1-2-1 reviews – the impact of this 
learning and development is measured formally through the annual engagement scores and 
other business measures. The number of promotions that have taken place is a key measure 
of success of the impact of the training and development opportunities.
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Apprenticeships are a key strategic imperative for EDDC, and the organisation has 
introduced the role of HR business partner to support, guide and monitor all apprentices 
throughout their apprenticeship journey as part of their remit. 

 

 
 

 
 
 

There is a network of coaches too that support the learning and development agendas of 
employees across the whole organisation. They meet regularly to discuss matters relating to 
learning  and  development. These roles  also  provide  good  development  for  the  coaches 
themselves as this role is in addition to their day-to-day role. This is a new initiative and from 
my discussions its working very well. Going forward this presents us with an opportunity to 
measure the effectiveness of the coaching back in the workplace, some areas being, increased 
positive scores in the management commitments survey and employee turnover within teams. 

 
There is strong evidence of the ‘high performing’ requirements being fulfilled in terms of the 
organisations flexible approach to developing people and several examples were demonstrated 
where people can confirm that their career opportunities have improved as a result of their 
development. Most of the employees were able to make this connection. The evidence is 
further supported by the positive on-line assessment results of 82.6% for the statement ‘my 
manager thinks it’s important that I develop my skills’. We should consider however, that as 
with previous indicators the margin of ‘somewhat agree’ responses need to be reduced. For 
this statement 17.3% people sat in this criterion. 

 
It was clear during conversations that the organisation recruits to the EDDC values and 
behaviour framework, ensuring as well as skills, knowledge and experience being part of 
the process the motivational fit of potential candidates is explored. This is seen as a crucial 
part of the recruitment and selection process across the whole organisation. Placing the 
right people in the right roles at the right time has significantly contributed to the below 
industry average figures for employee turnover and an extremely low requirement to use 
agency personnel as can be seen below: 

 
• Company turnover figures have remained at between 1.5% and 2% below the industry 

average 
•   Spend per recruit has reduced significantly between 2017 - 2019 

2017 – a total of £60,939 spent on advertising = £544 per recruit 
2019 – a total of £48,248 spent on advertising = £488 

• The employee referral scheme has been running for two years and seen an increase in 
savings from £2K in the first year rising to £3,786 in the current year
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•   Apprentices have increased year on year and feed into the succession planning process 
 

Number of apprentices Year 

4 FY2016 – 2017 

6 FY2017 – 2018 

8 Current FY 
 

 
At the Context Discussion the leadership team described how the business continually 
strives to attract, recruit and retain the best talent in the marketplace.  All evidence 
collected during the assessment confirms the EDDC approach to recruitment is not only fair 
and inclusive it helps to ensure critical roles are filled and people can progress. 

 
Examples were presented to me where officers had been involved in the interview process 
for new team members. This demonstrates the level of importance the company places to 
recruiting the right people into the right roles at the right time. The on-line survey results 
for this theme were the lowest in the indicator with 63.7% of people responding positively 
to the question ‘people are selected for roles in my organisation based on their skills and 
abilities’. The onsite interview comments, examples and the desk top documents provided, 
however, were very consistent and presented a very positive picture in terms of EDDC’s, 
approach, structure and process. 

 
The leadership team are fully on board and have embraced the opportunity of having an 
‘external’ review of where they sit now and where they need to be to ensure that their 
employees have the tools, skills and experience to meet the ever-changing needs of their 
organisation. This is aligned to EDDC’s belief that ‘people are our key resource’.  During 
interviews and informal observations, I was presented with examples of excellent practice 
giving people the opportunity to progress whilst building the organisation’s capacity to 
deliver its goals.
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DELIVERING CONTINUOUS IMPROVEMENT 
 

 
 
 

“We’re always encouraged to give ideas for continuous improvement and are always 
being asked to contribute. We’re now trialling using recycled plastic in concrete for 
a car parking surface, had the idea, did the research and now it’s happening” 

 

 

“Part of the reason I stay here is because I can be creative every day, whatever 
ideas I’ve had they’ve been listened to, encouraged and in many cases 
implemented.” 

 

 

Leaders invest in their people and they continually want to improve this. There is a lot of 
dialogue with people internally to get ideas and create a culture of continuous 
improvement and this is done through team meetings, Mark my words, SMT and SMT+ rounds 
up, and general communication on a day-to-day basis. 

 
Your ‘outward looking’ approach as an organisation where leaders are constantly looking 
at new ways of doing things to continually improve is second o none.  Externally, people 
say that whatever EDDC are doing ‘you’re doing it right’. The Viewpoint surveys that are 
sent out to random households across the district, reinforce this and are an excellent 
example: 

 

 
•     91% of residents said they were satisfied with their local areas as a place to live 
•     77% felt that East Devon District Council keeps them informed about the services it 

provides 
•     65% feel that the Council provides value for money 
•     67% are satisfied with the overall way EDDC runs things 

 
In further support of the above by keeping up to date with national and regional change in 
a variety of ways, is further building the Councils excellent reputation. The influence 
within the external environment in which you operate and the community you serve are 
also key in identifying ways in which you can continuously improve to maintain service 
levels and differentiate EDDC as a local authority.
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An excellent example of this was during my desk top analysis and I reviewed The Residents 
Involvement Strategy, which involved people from the following groups: 

 

•     Tenants Involvement Forum 
•     Joint Community Action Panel (JCAP) 
•     Repairs and Maintenance Group 
•     Tenant Scrutiny Panel 
•     Designated Tenant Complaint Panel 
•     Conference Committee 
•     Editorial Group 
•     Wider Consultation – Focus Groups 
•     Residents who attended training sessions 
•     All Tenant and Residents Associations 
•     Housing Staff 

 
We had discussed during our planning meetings, context discussions and informal meetings 
how EDDC is keen to benchmark itself against other organisations within their sector and 
has been the winners of several significant awards in the industry.   There were many 
examples to support this during the assessment process and I was delighted to see that for 
three years running, 2017, 2018 and 2019 you  have been awarded the prestigious ‘Green 
Flag’ award - the mark of a quality park or green space. 

 
Another recent award which I found innovative and inspiring, was where an officer won the 
prize for outstanding contribution to recycling’ at the LARAC awards for demonstrating 
extraordinary organisational skills to modernise recycling services with digital technologies. 
In this instant, EDDC’s partnership with Cloud 9 resulted in the creation of a mobile app 
and Alexa skill to ‘transform the way the council engages with its residents about recycling 
and waste and other services’. 

 
In 2019 East Devon beaches claimed Blue Flag and Seaside awards which EDDC have been 
working towards for the past 4 years. What an amazing testament to the hard work and 
commitment of the ‘Streetscene’ team. 

 
I couldn’t help but feel goose bumps when I read Keep Britain Tidy’s Chief Executive Allison 
Ogden-Newton comment; 

 

 
 

“when you enjoy a trip to a beach flying an international Blue Flag or Seaside Award, you 
know you are on one of the safest, cleanest and very best in the country” 

 

 
 
The Seaton Wetlands achieved ‘best Nature Reserve’ runner up in the BBC Countryfile 
magazine, another huge accolade for EDDC.
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During the interviews, leaders spoke very positively about the Corporate Peer Challenge. 
It was described to me as where experienced elected members and officer peers come 
together as a team to review where EDDC are sitting in the five key areas they believe 
critical to the council’s performance and improvement (there is a cross over here in terms 
of continuous improvement – a 10 point plan is discussed later in this indicator). 

 
Questions are focused around: 

 

 
•     Understanding of the local place and priority setting 
•     Leadership of place 
•     Organisational leadership and governance 
•     Financial planning and visibility 
•     Capacity to deliver. 

 
Free hot desk/working space at East Devon Business Centre was offered to all staff who 
were at risk of redundancy with a large local employer and information provided on local 
employers. Help and guidance was on hand as to ‘what to do’ in the event individuals 
required housing benefit or may be universal credit. 

 
Internally, the audit and review process at the local level feeds up very well into the SMT 
and SMT+ meetings, joint SMT+ and Cabinet member meetings and joint overview and 
scrutiny committee meetings held usually held in the state of the art EDDC Chamber. 
Internal and external publications are an integral part of not only EDDC’s communication 
process but are an invaluable channel for improving awareness. I saw some excellent 
examples of these which can be seen below: 

 

 
 

 
 
Your committed and dedication as an organisation to finding process improvements and the 
use of technology is fundamental to this.  The implementation of the EDDC intranet, Firm 
Step, and Work Smart are excellent examples which have been developed after researching 
both the internal and external communities/environment to assess the quality of 
alternatives. 

 
There is a strong culture of continuous improvement in the business.  The experience of 
people I interviewed, demonstrated the overwhelming majority would concur that EDDC 
has a culture where people are encouraged to seek solutions rather than apportion blame. 
The tone for this culture being set by leaders. “The great thing about working here is that 
there isn’t a blame culture, and don’t we talk about hierarchies. If something goes wrong 
and we do make mistakes, we learn from them together, we do our best to prevent the 
same mistake happening in the future”.
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The strong focus on service plans, service review meetings, workshops and service away 
days all provide many opportunities for people to come together from across the 
organisation to consider new ideas and actions to improve the business. 

 
Examples of where services have achieved outstanding results linked to the strategic 
council plan priorities in terms of ‘continuously improving to be an outstanding council’ 
were shared with me through various channels: 

 

 
 

• East Devon’s Public Health Review – progress in making a positive difference to 
everyone’s physical health and mental well being across East Devon 

http://eastdevon.gov.uk/environmental-health-wellbeing/health-and-wellbeing/east- 
devon-public-health-plan-and-review-of-progress/east-devons-public-health-plan-review/ 

 

 

• Coordinated and facilitated a public health steering group of Council managers and 
officers to monitor progress by each service against their SMART objectives annually 

 
• Implemented improvements in management of Health and Safety including assessing 

training gaps against the new training matrix, some of which are – created new safe 
systems of work, compiled a new safety handbook and completed high speed litter 
picking ‘red ‘route’ risk assessment review 

 

•     Further developed the Alexa across the Council’s range of services 
 

• During 2019 meetings were held with service leads to embed SMART health and 
wellbeing activities into each service plan for 20/21 

 
As part of the’ Peer Challenge Review’ to ensure continuous improvement was insightful 
and the fact that the cabinet met with the EDDC leadership team and developed a 10-point 
action plan, to address the key recommendations contained within the feedback report 
demonstrates not only the commitment to continuous improvement but how you value 
collaboration as an organisation. This was very encouraging and the link to the full report 
was invaluable; 

 

 
https://democracy.eastdevon.gov.uk/documents/s7478/Peer%20Review%20Report%20and% 
2010%20Point%20Action%20Plan.pdf 

 

66.4% of online assessment survey respondents fully agreed with the statement ‘I am 
encouraged to improve the way I do things’ which is a very encouraging result.  Overall, 
people in the organisation are innovative and feel a sense of responsibility to improve the 
way EDDC evolves, as also shown in the 75.8% positive response (fully agree) to ‘I look for 
improvement ideas from my colleagues. An opportunity presents itself to us, however to 
encourage more people to take responsibility for improving the way ‘we’ do things, the 
fully agree percentage here was 53.8% with the margin of the ‘somewhat agree’ responses 
sitting at 24.7% If we consider ways to further support the drive for continuous 
improvement at all levels and in all areas and continue to evaluate the approach towards 
when ideas are brought forward, how they are reviewed and how feedback is given to 
individuals or teams making the proposals this should see the somewhat agree people 
moving towards a fully agree position, giving a 78.5% score. 

 
A score of 84.5% was reached when the online assessment survey respondents rated the 
statement ‘I am trusted to try new approaches in the way I work’. (including somewhat 
agree) Another very encouraging score which links to the impressive score to a statement 
in indicator 3 – Empowering and involving people’ where 90.3% felt trusted to make 
decisions in their role. The combined result suggests people are given scope to go about 
their job in what they perceive to be the most efficient and effective way.

http://eastdevon.gov.uk/environmental-health-wellbeing/health-and-wellbeing/east-devon-public-health-plan-and-review-of-progress/east-devons-public-health-plan-review/
http://eastdevon.gov.uk/environmental-health-wellbeing/health-and-wellbeing/east-devon-public-health-plan-and-review-of-progress/east-devons-public-health-plan-review/
https://democracy.eastdevon.gov.uk/documents/s7478/Peer%20Review%20Report%20and%2010%20Point%20Action%20Plan.pdf
https://democracy.eastdevon.gov.uk/documents/s7478/Peer%20Review%20Report%20and%2010%20Point%20Action%20Plan.pdf
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People are genuinely passionate about the organisation and proud of where they work. 
They value the fact that their views count and their ideas are listened to, to take EDDC 
forward and their ideas have delivered positive results for the organisation.  The ‘friendly 
and warm feel’ described by the people helps to facilitate this too.  People care about 
EDDC, its people, its residents and its communities and truly believe that they can help the 
organisation to evolve and improve. 

 
There was also evidence of people working together to come up with new ideas to drive 
positive outcomes for the business, the Alexa app being one of them. Another example is 
the use of new technology to enable mobile working. This has led to the Building Control 
team, Planning Householder and Planning Enforcement teams using i-pads and mobile 
working apps to enable remote access to plans and application details on site without the 
need of paper. During interviews many spoke about this and the difference it had made to 
day to day working. 

 
Operations  of  East  Devon  Business  Centre  has  seen  continued  improvements  during 
2019/2020 through innovative and creative approaches to securing office space occupancy 
and meeting room lets. This has now become a positive net income generator with 100% 
of offices let and meeting room income increased by 67% compared to 2014 - 2015. 

 
I was also given a demonstration of another mobile app, used by the Streetscene team. I 
was shown how a gardener receives all of his jobs for the day, can check when his vehicle 
requires a service or oil change etc, find his team leader’s location at any point during his 
shift and raise the alarm should he need to when lone working. This bowled me over in 
terms of creativity, innovation and continuous improvement. Since introducing the app 
people commented on how it not only saves them time but gives them live data at the 
touch of a button. I would encourage further exploration of the key benefits the business 
has seen as a result of this amazing application. 

 

 
 

 
 

 
 

As is the case with other indicators, I collected many examples of practice which are ‘high 
performing’ which ultimately dictated the decision to award ‘high performing’ for this 
indicator.
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CREATING SUSTAINABLE SUCCES 
 

 
 

 
 

“We love what we do, love to see the difference we make to people’s lives, I 
had an end of life resident who said how much we gave her hope, its amazing 
when that happens” 

 
“I’ve learnt so much about working with homeless and evicted people, how to 
support them and about how important it is to give something back” 

 
There is significant positive evidence of how leaders communicate the future ambition and 
priorities and people are very clear about what makes the organisation a success now and, 
in the future, e.g.: their ‘keep Devon an outstanding place’ ethos, challenging each other 
and fulfilling each other’s careers. I have already given several examples of this have and 
was overwhelmed at responses when I asked people to rate EDDC as ‘’great place to work’ 
Out of the 38 people were asked this question. 35 people interviewed said ’9’ and 3 people 
said ‘10’. When employees were asked to sum up in words what the ‘Investor in People 
Gold’ phrase on their id neck tags meant to them as individuals, I was inspired by their 
replies: 

 
“positive, dynamic, career changing” 
“forward thinking, innovative, courageous” 
“amazing, making a difference, caring,” 

 
I observed the delight in people’s expressions when they spoke about how much they ‘love’ 
their jobs. Individuals stated: “We are lucky to work here, but it is the people that make 
it. People make the difference here. I definitely wouldn’t stay if it wasn’t a great place 
to work” and another commented “EDDC is by far the best place I have ever worked, our 
leaders are aware of the challenges that we face going forward and are putting plans in 
place now to meet these challenges, I am so confident about the future”. 

 
It was a delight to see the high level of awareness and strong emphasis Leaders are placing 
on the challenges they face going forward and how they are putting plans in place now to 
meet these challenges as detailed in the 2020 - 2024 Council Plan. One example of this is 
planning for Climate Change. I was informed how the Climate Change workshops were 
delivered to all employees and formed the platform to build the Climate Change Strategy. 
There is a clear vision for the future “to become a carbon neutral council working within 
a low carbon economy and lifestyle, reflected in our travel, homes, businesses, visitor 
experiences and communities” and EDDC have set a clear direction of travel with targets, 
priorities and an action plan to support these. Clear measurements are in place to measure 
the success against the plan.
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Leaders are also acutely aware of the wellbeing of their workforce. They recognise that 
good health and wellbeing is a business imperative in order to attract and retain staff going 
forward to create sustainable success. As a result of this there is a robust wellbeing strategy 
in place and activities take place on a regular basis to support their ‘Happy, Healthy, Here’ 
programme eg: daily lunch time walks, swimming, LED (Leisure East Devon) 
21 day staff shape up programme, happy workshops and other similar activities. 

 
Following a recent survey 86% said the Happy, Healthy, here initiatives were good and 52% 
said they had a more active and or healthier lifestyle. I have highlighted key areas of the 
action plan that support the positive steps taken in this very critical area of the business. 

 

 
 

You said We will (or already have) 

Better  communication  of  Happy 
Healthy Here Initiatives 

• Create a Happy Healthy Here Bulletin via Granicus to 
be published monthly to all staff. 

•    Publicise HHH calendar and the HHH hub. 
• Request for groups information which are running and 

publicise through HHH bulletin.  (Walking / Groups) 

Opportunity   to   exercise   more 
within working hours 

Update the HHH Policy so that: 
• there is no core time and you may leave 30 minutes 

earlier at the end of the working day to go to a class 
or gym up to twice a week, subject to needs of the 
business. 

•    Regular Reminders of policy will be publicised in HHH 
bulletin 

Employees who are eligible for 
free flu jabs at their GP are taking 
additional time from work to be 
vaccinated. 

• Where employees who are eligible for free flu jab have 
their vaccination appointment in work time treat this 
as a medical appointment. 

• Publicise  in  HHH  Bulletin  and  when  flu  jabs  are 
advertised. 

Provide  Bikes  for  employees  to 
ride 

• Research and assess the viability of providing electric 
bicycles for staff to enjoy. 

Provide   more   opportunity   for 
charitable working 

• Promote the volunteer’s policy in HHH Bulletin more 
regularly and in incorporate into Welcome and Benefits 
literature. 

 

All employees who attended the Happy Workshops rated them as excellent and how they 
added even more to the ‘happy healthy, here, calendar. Comments included: “Excellent, 
explained why positive thinking is important and how to achieve it” and “Went beyond 
the need for happiness in the workplace and gave good ways to cope and plan goals, loved 
it” 

 

 
 
Within EDDC change is viewed as the ‘norm’ and people believe that this has contributed 
to them being amongst the top performing councils nationally. This also allows you to 
evolve as an organisation in order to grow and thrive and continue to ‘keep Devon an 
outstanding place’.
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People confirmed during the interviews that EDDC’s approach to change is both open and 
inclusive and well communicated – whether that change is impacting on individuals, teams 
or the organisation. The various communication channels that exist within the organisation 
(of which there are many) are used to communicate the change. 

 
During interviews this was reinforced with several people across all levels of the 
organisation commenting on how when changes happen, they are prepared for them. One 
person commented: 

 

 
 

“I Relocating from Sidmouth was a very difficult time for many of us, we were 
asked our opinions, we visited the new building, had regular updates and 
workshops and were so well prepared, they couldn’t have communicated it any 
better than they did” 

 
And another commenting; 

 

 

“I have seen lots of changes, most of them for the better, we are definitely seen 
as one of the best councils and I am proud to be part of that” 

 
The Work Smart strategy and workshops have had a huge impact on engaging employees in 
new ways of working, as detailed throughout this report. All people who talked about this 
with me during interviews commented on how it had not only had a positive impact on 
their day to day work and roles but had made a significant impact on their personal ‘quality 
of life’ These opinions and beliefs were reflected in the on-line survey results with 66% of 
people fully agreeing to the statement ‘my organisation embraces change’, increasing to 
82.9% if the somewhat agree scores are included. Involving people more in reviewing the 
impact of change and using the results and analysis directly to learning will help shape 
ongoing continuous improvement activities which in return will impact on the ‘somewhat 
agree’ score. 

 
Another good example as to how the leadership team have supported their employees 
through a huge change period is the recent election of the new council. Prior to May 2019 
there had been a long period of political stability. For the first time in 17 years EDDC faced 
a change of political control where not only were there a significant number of ‘first time’ 
councillors elected, but the elections returned a ‘no overall control’ outcome. There is no 
doubt this change has presented challenges for both the newly elected council members 
and the EDDC team. I was fortunate enough however, to talk to both officers and council 
members during my 4 days onsite and was overwhelmed by the commitment on both sides 
to build upon its existing strengths, develop strong and successful relationships and deliver 
against their new priorities. Comments included: 

 

 
 

“My portfolio holder has been into Honiton and shadowed the team, we have 
discussed our ‘fit for purpose’ strategy and talked about how we meet the 
challenges ahead, achieve clarity in both our roles and continue to achieve our 
overall ambition and goals” 

 

A council member commented; 
 

“It didn’t cross my mind I would be part of the administration or hold a portfolio, 
its really rewarding and I’m seeing the council from a different side. Right now? 
I’m trying to understand my role and not overstep the boundaries between 
councillors and operations, relationships I have are great”
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There was also clear evidence of a proactive approach to Diversity and Inclusion, through 
the employment of individuals on work experience. One individual talked to me about their 
own journey through this process and how she was encouraged to work part time during 
university breaks whilst studying for her degree. Another example is where a graduate from 
Plymouth University had work experience with the planning team 2 days a week during 
September 2017 and was successful in securing a permanent role in November 2017. 

 
Another example of outstanding partnership success is Holyford Woods Local Nature 
Reserve, which is now being managed by East Devon District Council’s Countryside Team 
in partnership with Axe Vale & District Conservation Society (AVDCS), following the 
dissolution of the long-standing Holyford Woodland Trust. 

 
Fran Sinclair, AVDCS Chair explained: 

 
“It was a natural move to step in and work in partnership with the Council’s Countryside Team, 
Wild East Devon, to ensure this special place keeps improving for people and nature over the 
years to come” 

 

Cllr Geoff Jung, East Devon District Council’s portfolio holder for the environment, said: 
 
“Looking ahead we hope to work closely with the Axe Vale & District Conservation Society to 
encourage more practical volunteering within the woods, as there is plenty to do each winter 
to keep the nature reserve at its best. We hope to explore ways to get more young people and 
school groups engaged with this fantastic local woodland, to instil its importance with the 
younger local community”. 

 
During the interviews, the charity activities that takes place throughout the year were 
referred to as being a great opportunity to give something back. Excellent examples of this 
are where the licensing team accommodated the charity ‘Surfers Against Sewerage’ with 
a promotional pitch during the first weekend of Sidmouth Folk week. A ‘thankyou’ e mail 
was sent to the team after the event. Comments included: ‘Thanks to you hosting us we 
managed to inspire 22 new members to join the charity which means more regular & 
reliable support to continue our campaigns lobbying government and business, reaching 
out through our education programs and engaging and inspiring communities.’ 

 
An excellent example of where EDDC have developed strong and collaborative relationships 
are being part of the Greater Exeter initiative which is run by the Royal Institute of British 
Architects (RIBA), Chartered Institute of Housing (CIH), Local Government Association 
(LGA) and the Royal Town Planning Institute (RTPI). The ‘Greater Exeter’ has been 
recognised as one of five places in England that has the vision and ambition to create great 
places for the future. 

 
There is an unquestionable commitment to the community and understanding of the 
external context the organisation operates in and your ability as an organisation to 
recognise how more can still be done to reinforce good practice and promote good news 
stories through the various communication and engagement mechanisms is commendable. 

 
There is already visible evidence of positive engagement between the newly elected 
council members, officers, service leads and senior leadership team. This can only be 
enhanced by continued efforts on both sides to: 

 

 
•     strengthen a collaborative approach to decision making, 
•     manage expectations 
•     reach a single collective approach



Page 4949 I © Investors in 
People 

We invest in people  

Your teams 
 

Our key insights 
 
 

• East of Exeter Project team trusted leaders within the organisation more than the 

other service groups 
 

 

• Governance and Licensing showed the most positive in terms of the organisation 

embracing change 

 
• Organisation and Development were the most positive when scoring I have a say in 

decisions that affect my role 
 
 
 
 
 
 

Your demographics 
 

Our key insights 
 

 

There was only one demographic selected for the online survey which showed: 
 

 

• People with less than six months service scored the highest for over 90% of the theme 

statements 
 

 

•   The second highest scoring groupings across all indicators were people with between 

1-3 years’ service 

 
• People consistently across all groupings of length of service gave high scores relating 

to  discussing their performance with their manager in the past six months 
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Your teams 
 

 

How each team scored each indicator 
 

 

 



 

 
 
 
 
 
 
 
 
 
 
 
 
 
 


