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Appendix A 

2024 Staff Survey Update  

Overview of staff survey actions  

 

This appendix to the People Strategy provides an overview of staff survey feedback and the 

resulting corporate and departmental action plans aimed at addressing employee 

engagement, wellbeing, and development priorities. Following the initial survey results 

shared with senior leaders, departments crafted action plans focusing on four of the five 

themes of the People Strategy: trustworthy leadership, wellbeing and belonging, contribution 

and reward, and talent and development.  

Common themes at department and institution level include the need for more frequent 

feedback, events to bolster belonging, and managerial training on wellbeing. The Executive 

Leadership Board's actions, and the corporate action plan are included below. 

As part of the reporting process, People and HR will gather bi-monthly updates to ensure 

consistent monitoring and transparent reporting of progress. A pulse survey, planned for 

September 2025, will provide interim insights on engagement and inform further strategic 

adjustments, ahead of the next full Staff Survey in 2026. 

This approach underscores the organisation's commitment to an adaptable, inclusive, and 

responsive workplace culture, furthering its vision for high employee engagement and 

operational excellence and our goal of being a world class organisation. 

Background following survey  

 

Following the presentation of the initial survey results to the Senior Leadership Team, 

Executive Leadership Board, and relevant committees. Departments were granted access to 

review and respond to the findings and develop local action plans with their teams. 

 

Departments and Institutions have presented their area findings of the staff survey back to 

their teams and produced action plans. These have been submitted to People and HR for 

review, effectiveness and measurement of the impact on organisational outcomes.  Some of 

the common themes across departments included.  

 

Trustworthy Leadership –  

• Improving engagement and having a greater understanding of Executive Leadership 

Board (ELB).  

• Further development of leaders and managers.  

• Increased Senior Leadership visibility  



   

 

  2 

 

• Genuine recognition from line managers for work well done  

• Monthly departmental town halls to improve communication 

 

My Wellbeing, My Belonging –  

• More departmental networking, away days, shared lunches, and social events 

• Managers implementing a wellbeing check in during 1-1 meetings  

• Team volunteering days  

• Greater use of wellbeing ambassadors  

• Further management development around the wellbeing space.  

• Departmental EEDI updates in all staff meetings  

 

My Contribution, My Reward –  

• Peer recognition programmes  

• Consistent real time feedback to individuals and teams,  

• Understanding benefits on offer.  

• Departments committing to improve the number of Celebrating our People Awards 

(COPA)  

 

My Talent and Development –  

• Development of line manager training to include wellbeing conversations 

• Departmental skill sharing workshops 

• Sign posting to L&OD offer in team meetings.  

• Better understanding of career pathways. 

 

Building Brilliant Basics –  

• Work to improve local induction for new starters  

• Quiet meeting spaces introduced  

• Clearing out of clutter from offices to create more collaborative working spaces  

• Improve communication channels across teams to breakdown silos  

  

Next Steps 

Departments and institutions will submit bi-monthly updates to the People and HR teams, 

facilitating continuous tracking of departmental initiatives, progress, and action-plan 

outcomes. These updates will highlight how actions were implemented, fostering cross-

departmental learning and collaboration. This structured approach demonstrates a 

commitment to addressing staff feedback, enhancing transparency, and driving meaningful 

change. 

To further assess progress, a pulse survey is scheduled for September 2025. Comprising 

approximately 10 focused questions, this survey aims to evaluate interim advancements in 
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response to staff feedback and other key initiatives. The questions, currently in development, 

will align with the organisation's priorities and staff engagement objectives. 

Conclusion 

This paper reinforces the organisation’s strategic commitment to addressing staff feedback 

through a structured and transparent approach that emphasises engagement, wellbeing, and 

professional development. Department-led action plans, supported by bi-monthly updates to 

People and HR, exemplify a proactive strategy to create a responsive and supportive 

workplace. 

Immediate initiatives have focused on key areas such as trustworthy leadership, wellbeing, 

contribution and reward, and talent development. Specific actions include enhancing real-

time feedback mechanisms, fostering social connections, and providing wellbeing-focused 

managerial training. The benefits of these will: 

Strengthen Leadership Credibility: Focusing on trustworthy leadership builds confidence 

among employees, creating an environment where staff feel valued and guided by ethical and 

reliable leaders. 

Enhance Employee Wellbeing: Wellbeing-focused initiatives, such as managerial training and 

fostering social connections, help mitigate stress, improve mental health, and create a 

supportive workplace environment. 

Increase Engagement and Motivation: Actions around contribution and reward ensure 

employees feel recognised and appreciated for their efforts, boosting morale and 

productivity. 

Improve Talent Development: Investment in talent development, including feedback 

mechanisms, helps employees grow professionally, ensuring the organisation retains and 

nurtures its workforce. 

Culture of Transparency and Inclusivity: Open communication and regular updates foster 

trust and inclusivity, making staff feel involved and informed about organisational progress 

Encouragement of Continuous Improvement: Real-time feedback mechanisms enable quick 

identification and resolution of issues, embedding a proactive and adaptive culture within the 

organisation. 

Alignment with Organisational Objectives: These initiatives tie directly to operational 

excellence and long-term goals, ensuring that both employee engagement and strategic 

priorities are addressed simultaneously. 
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Boosted Organisational Reputation: By visibly responding to staff needs and feedback, the 

organisation enhances its standing as an employer of choice, attracting and retaining top 

talent. 

Fostering Collaboration: Encouraging cross-departmental learning through shared progress 

reports helps break down silos and promotes a collaborative workplace culture. 

Increased Trust and Loyalty: Transparency in actions and outcomes reinforces employee 

trust, cultivating loyalty and reducing turnover. 

Through these benefits, the organisation not only addresses immediate challenges but also 

lays a solid foundation for sustained growth, employee satisfaction, and operational 

excellence. 

 

ELB Actions following on from staff survey results 
 

Action 1: Cultivating a Culture of Equity and Recognition 

 

Under the theme "My Contribution, My Reward," our primary objective is to advance our 

organisational culture by promoting fairness, transparency, and consistency in how we 

recognise, reward, and develop our people. The Executive Leadership Board (ELB) will lead 

this effort, ensuring that performance management, reward systems, and feedback 

mechanisms are uniformly implemented across the City Corporation. 

 

Key areas of focus include: 

Real-time Feedback:  The ELB will achieve this by: 

 

• In meetings or forums role model recognition and constructive feedback to team 

members, show casing the value of timely input  

• Actively promote and participate in feedback mechanisms such as 360-degree 

feedback reviews  

• Schedule regular one to one check ins with teams 

 

Consistent Recognition: 

 

• Highlight accomplishments organisational wide in Town Halls, newsletters and 

celebrating our people awards  

• Role model and encourage managers and leaders to consistently acknowledge 

employee contribution during meetings 
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• Ensure that individual and team contributions are acknowledged and celebrated 

across all levels of the organisation in a consistent and equitable manner. 

 

Embedded Learning and Development:  

 

• Encourage a growth mindset by actively promoting learning opportunities, skills 

development, and career progression. 

• Lead by example and demonstrate a commitment to learning by participating in 

training and sharing personal growth experiences  

• Support and participate in mentoring and coaching opportunities to enhance 

performance  

 

Clear Communication:  

 

• Maintain transparent and open communication channels, ensuring regular updates 

and clear information flow to all employees. 

• Continue to conduct regular town halls to enable employees to have raise questions 

and concerns 

• Use surveys and focus groups to gain feedback on performance  

 

By embedding these practices, we aim to foster an environment where employees feel 

valued, contributions are consistently recognised and learning, and development are integral 

to our pursuit of world-class performance across the Corporation of London. 

 

Action 2 

 

Under the "Trustworthy Leadership" theme, our goal is to strengthen trust by ensuring the 

Executive Leadership Board (ELB) clearly define and communicate their purpose and vision. 

We will collaborate with our Future Ambition 18 group supporting their alignment with these 

goals and implementing key actions. Additionally, we will promote transparency and 

engagement by sharing a roster of Chief Officer visits to departments, institutions, and 

partners, fostering direct engagement, open communication, and increased leadership 

visibility across the organisation. 

 

Define our purpose and vision  

• Gather input from employees, customers and other stakeholders to understand 

perspectives and expectations of our purpose, vision and values  

• Continue to hold regular check ins and events such as Town Halls 

 

Promote Transparency and Engagement  
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• We will visit departments, institutions and partners to promote and build trust and 

transparency and increase our visibility across the organisation  

• Continue to run engagement surveys to ensure we listen and identify areas for 

improvement  

 

Collaborate with Future Ambition 18  

 

• Our Future Ambition 18 Leaders with ELB support will deliver our key commitments, 

ensure they are actioned and hold us to account to make certain that everything we 

do aligns to our goals. By working closely together we will all understand our 

objectives and be able to report on our progress. 

• Work with the Future Ambition 18 leadership exchange to launch initiatives to address 

common challenges  

• Create feedback loops to continuously improve the collaboration across FA18 and 

ensure alignment with evolving goals 

 

Action 3 

 

Under the "My Wellbeing, My Belonging" theme, our objective is to cultivate a workplace 

culture where every employee feels valued, supported, and connected. To achieve this, we 

the Executive Leadership Board (ELB) will lead by example, openly prioritising our own health 

and wellbeing. We will promote work-life balance, self-care, and mental health, 

demonstrating these values through our actions and communications. 

 

Key actions include.  

 

• Fostering an inclusive environment by encouraging diverse voices and creating safe spaces 

for employees to express concerns and provide feedback.  

• Supporting initiatives focused on promoting diversity, equity, and inclusion throughout 

the organisation, ensuring these principles are embedded in all levels of our work. ELB will 

encourage membership and allyship in the staff networks.  

• Through regular conversations our leaders and managers will actively engage their teams 

in regular discussions, encouraging participation in training and "lunch and learn" sessions 

on key topics such as emotional intelligence, mental health awareness, and stress 

management. These initiatives aim to equip staff with the skills needed to recognise early 

signs of burnout and provide appropriate well-being support as required. 

• Establishing clear and transparent communication channels where employees can 

comfortably discuss wellbeing issues, seek guidance, or confidently provide feedback on 

team culture.  
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• Strengthening connections and dialogue, we will hold regular town halls or listening 

sessions with leadership, ensuring continuous engagement and responsiveness to 

employee needs. 

 

 

Kaye Saxton-Lea  

Acting Assistant Director of Learning and Organisational Development  

T: 0207 332 1927 

E: kaye.saxton-lea@cityoflondon.gov.uk

mailto:kaye.saxton-lea@cityoflondon.gov.uk
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