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Staff Engagement Report 2025
1 Summary

1.1  This report presents our Staff Engagement Report for 2025.

Recommendation a Members note the Staff Engagement Report for 2025,
that: as shown in Annex 1.

2 Background

2.1  We are committed to ensuring people play a key part in the Authorities success and
this report is part of a series of people related papers that highlight performance in
certain key areas.

2.2  Our People Team work with Line Managers to ensure that all staff remain engaged
in their work and the organisation. The level of an employee’s engagement can
form from a variety of work-related reasons for example wider organisational culture
including fair treatment and fair opportunity to training and development
opportunities or even social events. Every year we produce an Organisational
Development Plan which aims to provide staff with a wide breadth of such
opportunities. The Authority measure staff engagement annually in the form of a
staff survey. Based on the result of this measuring tool the Staff Engagement
Report for 2023/24 is attached at Annex 1.

2.3 Given the context of this report, once approved, will not be published on our
website.

3 Policy Context

3.1  We recognise that we have a legal and moral duty to provide supporting working
environments for our employees with a positive Authority culture.

3.2 Employee wellbeing, engagement and satisfaction are one of our highest priorities
and complementary to everything that we do. Effective management of this is
recognised as contributing to overall performance by helping to reduce leavers,
subsequent recruitment, induction and training time/cost. We are committed to
continuous improvement in this respect and ensure sufficient resources are made
available to achieve this.

4 Options
4.1 You can:
a) note the content of the report, or
b) ask for further information to be included in the report.

5 Proposals

5.1 Itis recommended that you note the content of the report.
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6 Stakeholder Consultation

6.1 The Head of People and Organisational Development monitors employee engaged
annually through an external system. There are also numerous key performance
indicators that are reported quarterly in the Service updates available to members
and the rest of Senior Leadership team.

7 Demonstrating Best Value

7.1  The production of a Staff Engagement Report is above and beyond best practice for
large organisations and public sector bodies. The report can be used for
benchmarking and demonstrating good practice.

8 Finance Considerations

8.1  There are no financial implications in respect of this annual report. We ensure that
sufficient resources are made available to provide for a safe working environment.

9 Risk

9.1 The report highlights how staff engagement within the Authority is monitored and
actioned to ensure no further employment issues arise.

10 Legal Considerations

10.1 Itis best practice for organisations to have a people function and competent line
managers with the skills, knowledge and experience to be able to recognise and
manage issues in the workplace and help put sensible controls in place to protect
workers and others from harm.

11 Human Resources

11.1 The Head of People and Organisational Development has overall responsibility for
the engagement metric within in the Authority, with the line managers responsible for
the day-to-day management of their people.

12 Diversity Implications

12.1 There is a continuing need to ensure a high level of line management capability in all
people management matters for all our employees and to maintain high standards of
care in the workplace especially those who may be affected by underlying conditions
or protected characteristics.

13 Sustainability

13.1 There are no significant environmental, economic or social effects.

Background Papers None
Author / Post Ben Leavesley / Head of People and Organisational
Development

Responsible Director ~ Gavin Capstick / CEO
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Annex 1. Staff Engagement Report 2025
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INTRODUCTION

The Authorities 2025 Staff Engagement Report has seen notable year-on-year improvements
in key engagement areas, including organisational culture, communication and collaboration,
our ways of working, leadership and overall employee satisfaction. These results demonstrate
the continued efforts in responding to staff feedback, implementing meaningful change, and
reinforcing an engaging culture.

The continued improvement in overall scores are an Authority achievement, and with our
action plan for 2025 based on the feedback received, we remain focused on sustaining
momentum and identifying new areas for improvement and opportunities to enhance
engagement further and building our reputation as an employer of choice. This report outlines
our key successes, areas for continued development, and our ongoing commitment to making

the Authority an even greater place to work.

EXECUTIVE SUMMARY

The 2025 Staff Engagement Report highlights continued improvements in employee
engagement, with notable progress across key areas listed above. This positive trend is
reflected in increased staff participation and a significant rise in the Employee Net Promoter
Score (eNPS*), which reached +27 in 2024, an improvement from +17 in 2023 and -3 in 2021

demonstrating a growing sense of advocacy and satisfaction among employees.

The annual staff survey, which evaluates engagement across the five key areas, provides
valuable insights into both strengths and areas requiring improvement. This year’s results
show improvements in all but one of the 15 questions asked, with leadership seeing the most
significant positive shift. However, communication and collaboration have not progressed at
the same rate, highlighting an opportunity for further focus in the coming year.

Key themes from the survey feedback include:

e Positive workplace culture but concerns over inconsistent reward and recognition.

e A perception of high turnover rates and the need for better retention strategies.

e Silo working, both within teams and across the wider National Park network, limiting
collaboration.

e Hybrid working seen as a positive, but a hybrid way of working impacting in-person
collaboration.

e Concerns over workload and team capacity, leading to stress and well-being
challenges.

e Unclear on how or where decisions are made.

In response to the survey findings, a comprehensive Staff Engagement Action Plan for 2025
has been developed. Key actions include a review of reward and recognition policies,
initiatives to enhance cross-team collaboration, improving internal communication channels,
addressing workload concerns, and ensuring adequate resources for staff to perform their
roles effectively.

This year’s improvements demonstrate the organisation’s commitment to listening to staff
feedback and driving positive change. Moving forward, efforts will focus on maintaining this
momentum, strengthening communication, and ensuring employees continue to feel valued,
supported, and engaged in their work.

*eNPS is a tool to measure employee advocacy and satisfaction and is explained in more detail further into this report
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2023/24 Staff Survey Data

Staff survey results provide valuable feedback to the Senior Leadership Team to assess
where within the organisation staff feel engaged, motivated and generally happy at work.
Whilst a staff survey is a glimpse in time, by doing the exercise annually enables the Authority
to compare areas that have improved or declined against actions, projects or changes made,
which could have impacted engagement.

The staff survey is focussed on five key areas;

Organisational culture
Communication and collaboration
Ways of Working

Leadership

5. Overall satisfaction

il

15 questions were split into the above five areas providing the Authority with a rounded view of
the whole Authority and by department, enabling us to celebrate areas of improvement whilst
also developing action plans on areas requiring attention.

The survey took place in October 2024.

Staff Participation

Overall participation is an important metric as we need to ensure results are representative.
Participation in employee surveys is a crucial metric for measuring engagement, as it reflects
the level of interest, trust, and investment employees have in the Authority. High participation
rates indicate that employees feel their opinions are valued and believe their feedback can
lead to meaningful change. However, low participation may signal disengagement, a lack of
trust in leadership, or unsure about whether their input will make a difference.

The Authority has seen year on year improvement in participation rates as shown in table 1
below.

Staff Participation Participation % Employee Net Promoter Score
2021 101 55% -3
2022 104 50% Not surveyed
2023 116 57% +17
2024 118 59% +27

Table 1: Employee Engagement year on year participation

Employee Net Promoter Score

An ‘Employee Net Promoter Score’ (eNPS) is a valuable metric for measuring staff
engagement because it provides insight into how employees feel about the Authority by asking
‘How likely are you to recommend our organisation as a good place to work?’.

Employee Net Promoter Score (eNPS) measures employee advocacy, and many
organisations now rely on it as the primary metric to track employee engagement. eNPS
scores are calculated by subtracting the percentage of detractors (those scoring 0-6) from the
percentage of promoters (those scoring 9 or 10). People who score a 7 or 8 aren't included in
the calculation.
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An eNPS score can vary from -100 to +100 and a good score is anything positive. Our survey
system recommends that if an organisation is able to score anywhere between +10 and +30, it
is in a good position. Our eNPS scores are shown above in Table 1 and demonstrate a year-
on-year improvement with a score of +27 in the most recent survey. This is a very good overall
gauge of LDNPA staff culture.

Overall results

As shown in table 2 below, 2024 saw overall results improve for all but one question. The
individual questions mirror the improvements shown by the employee net promotor score and
begin to show key progress in all the five key areas the survey focuses on. Questions around
organisational culture, our ways of working and overall satisfaction have seen gradual
improvements whereas leadership has seen significant improvement since the survey begun
asking the same questions in 2021. Communication and collaboration saw smaller
improvements but does not appear to have improved at the same rate, this is an area we can
focus on in 2025.

| feel valued as an employee of the LDNPA 7.3 76
| am satisfied with the opportunities, training and/or development to grow my career at the LONPA 72 T 72 T
Taking into account my salary and other benefits, | am fairly rewarded for the work | do 6.1 67 69 T
| feel able to be productive in my current work arrangements - 7.8 77 78 1
| feel connected fo my team 7.7 7.8 -
| know where to go to get information about the organisation T7 79 - 1
We collaborate and communicate effectively between teams -- 6.1 6.4 T
Qur collaboration and communication between teams is improving 6.3 6.6 T
| have the equipment and tools | need to do my job effectively wherever | am working (including digital tools, software and support) - . - 1
| feel able to raise and resolve issues at work 4 . - T
The Authority gives high priority to my wellbeing and health and safety - 1
| am happy with the support | am being given by my line manager - l

| trust the Strategic Leadership Team to take the right decisions for the organisation (SLT refers to Executive Board and Heads of

Service) 3

All things considered, how satisfied are you with the way the leadership of the Lake District National Park inspires and motivates its 73 -
staff?

All things considered how satisfied are you working for the Lake District National Park Authority? 79 T
How likely are you to recommend our organisation as a good place to work? +27 1

Key | 810 | 5-59 | 0-49

Table 2: Overall results year on year comparison table

Key Themes and issues to address

The survey methodology used by the Authority aims to gain not just quantitative scoring data
as shown in table 2 but also qualitative data by asking for free text feedback at the end of each
guestion. This adds a dimension of detailed feedback the employee can provide and make it
either personal to them or more of an overarching statement. This is a key area to find positive
themes but also themes on areas to improve.

When analysing the comments for each question its important to look for themes and trends of
people highlighting the same or similar issues or areas of concern. The below are themes
picked from the survey;

e People feel happy with working conditions and general culture, some appreciated
investment in them but others felt that reward and recognition is inconsistent.
e Many statements about increasing and high rate of turnover.
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e The most common theme in all the feedback was around silo working. This was in
terms of teams internally and as a National Park family. Some felt that team working
was great but didn’t work well with other teams. Others looked more externally and felt
we didn’t have a chance to learn from our partners or other National Park’s.

e Many recognised that pay wasn’t a primary driver for their employment, but
uncompetitive pay did appear throughout many questions.

e Whilst flexible working and hybrid working was recognised as a positive throughout the
survey some felt the narrowing of office space year on year removes their options to be
in as much as they would like and mutes the ability to work collaboratively.

e Confusionffrustration with 3CX and Teams featured, and some felt there was
inconsistency about who put what on teams.

e Health and Safety appears to be taken seriously but Wellbeing received some
negativity as the source of stress is people feeling overworked and a lack of team
capacity which many felt wasn’t being addressed.

e Some felt there was inadequate resources to do their jobs including pool cars, work
mobiles, laptop stands etc.

e Leadership received positive scoring but because of the current change in CEO,
Director roles and vacancies, many felt it was too early to give detailed feedback. Many
were excited to see what Gavin’s focus was for the organisation.

e There is some lack of clarity about how decisions are made, by whom and in what
meeting.

Staff Engagement Action Plan 2025

Table 3 below shows the approved 2025 action plan following the feedback received in the
survey. Actions have been assigned to owners and will be monitored throughout the year to
ensure all actions are done in a timely manner.

Reward and SLT and Reward and recognition policy requires Q1/Q2 -
Recognition Leadership review with more work around ensuring 2025
consistency Forum consistency within teams. To be discussed

collectively at Leadership Forum.

Turnover Rates People A post survey FAQ and answers will be Jan 2025
drafted and Ben Leavesley to include the
actual turnover rates against national
averages.

Work will continue to develop retention tools
to ensure turnover rates do not become an
area of concern. Workforce Strategies will
look to address turnover in key roles, senior
roles or roles where a staff member might be
a single post holder with no deputy or
formalised succession plan.
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Silo working
between teams

Silo working as a
National Park

What
communication
channels should
we be using?

Overworked
teams

Lack of Physical
Resources (pool
cars, mobile
phones, working
from home
equipment)

How are
decisions made

Leadership
Forum

Leadership
Forum

Communications

[ People/ ICT

People team

Jamie Mclintosh

SLT

The Leadership Forum in February are
planned to workshop how teams can
integrate together in a more productive way.
Hybrid working is an expected way of working
post covid so the ambition needs to embrace
how we can make hybrid working better
rather than revert to ‘return to office’ policies.

People team to lead a mentoring project that
looks to connect all National Park staff
around the UK to enable more cross park
working. This project is currently in its design
phases.

Within the post survey FAQ the people team
and Comms team can clarify what the
optimum internal communication methods
should be with reminders about maintaining
work diaries when working from home or out
of the office.

Further work is needed to develop the service
planning model so that it outputs into a
functional workforce planning tool. Service
plans define staff capacity which will trigger
reviews of team structures, resource and
requirements.

Pool Cars; review pool car usage and ensure
the Authority has sufficient pool car resources

Mobile Phones; Line managers to review who
in their teams have mobile devices and
whether any team require them. Staff should
not be using personal mobile numbers for
Authority work.

Working from Home equipment; all staff to
complete a DSE assessment at home and at
work and make any reasonable request for
additional equipment. This is to be reviewed
case by case by the Head of Service.

SLT are currently reviewing the Exec Board
and SLT meetings and will communicate how
they work and what they look like for 2025.
Moving to a simple 2 x SLT meetings per
month (one operational and one strategic)
should ease understanding as to how and
when decisions are made.

Table 3: 2025 Staff Engagement Action Plan

Feb 2025

2025/2026

Jan 2025

Q3/Q4 2025

Jan 2025

Jan 2025

Sept 2024
/Sept 2025

2025



