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PEOPLE & CULTURE STRATEGY 2024 – 2027

BID’s corporate strategy has [5] key priorities: 

· A strong and sustainable organisation. 
· BID – an excellent place to work. 
· To deliver high quality services that promote independence, financial, physical, and mental wellbeing.  
· To grow and extend the reach and range of our services. 
· To promote equality, diversity, and inclusion. 

The people and culture strategy sets out what we will do to achieve “BID – an excellent place to work”, the strategy is underpinned by a detailed action plan and has (5) key objectives:
	


We care about our people and value their contributions to our organisation.  We strive to achieve an inclusive workplace where people are listened to and can be themselves at work and where employees and volunteers feel equally valued and supported.  We provide opportunities for people to grow professionally in an organisation that supports development, good health/wellbeing and work life balance.  Our 5 core values are embedded into our workplace culture:

· Caring – We will show everyone kindness and understanding. 
· Trusted – We will be reliable and responsible in everything we do.
· Professional – We aim to achieve high standards in all we do.
· Empowering – We will support people to make informed choices and have control over their lives.
· Supportive – We will always be encouraging and helpful.
CULTURE & ENGAGEMENT
key objective (1)

Culture and Values
We aim to create the best possible culture where everyone can be themselves at work, achieve their potential and buy into the organisation’s values, working together and feeling proud to be part of our organisation.  Crafting a positive culture helps attract and retain talent and will define the organisation as a competitive differentiator enabling us to deliver our strategy and meet business objectives.

Research shows that having clearly defined values and employees that feel a personal connection to the organisations purpose are more likely to stay engaged.  It is therefore important that our values continue to be embedded into the overall practices of the organisation and that all managers regularly promote BID’s culture and values within the everyday working environment to ensure that our culture remains positive and central to the work that we do.  

A positive organisational climate allows employees to understand their organisation and its priorities and feel that their voice matters in driving the business towards a common purpose.  People work best when they feel included and aligned to a common goal, displaying better teamwork, greater trust and more effective decision making and consequently feeling more content and satisfied.  

Connectivity  
The organisation widely implemented hybrid working during the pandemic and this will continue to be embraced for many roles because we recognise the positive impact on work life balance/financial wellbeing, diversity and recruitment and retention.  However, hybrid working does have its challenges with regards to maintaining effective employee connectivity and organisation culture.  To overcome these challenges it is important that we regularly bring employees and volunteers together in a number of ways to connect and maintain a strong positive culture.  Listening to what people want is key to achieving long-term success:
· Networking and cross-function collaboration over Teams channels will be a priority to bring people/ professionals together who can benefit from sharing knowledge to achieve competitive advantage.  
· Team meetings will continue to take place at offices/remotely for employees to come together with a shared purpose to celebrate success and stay connected.
· Office spaces must be a comfortable environment where people can work together and re-establish valuable connections, but also offer both quiet and social spaces and the provision of multi-faith space.
· The workplace must provide an inclusive environment that is comfortable for everyone, irrespective of whether they are working hybrid, remotely or on site.  

Engagement
Achieving high level employee/volunteer engagement and communication across BID is vital but we can only find out and measure if communication is effective and inclusive by consulting and listening to our people.  In 2023 an organisation wide survey found that 75% of respondents considered that the organisation had improved accessibility with updates, announcements and recruitment.  We will continue to build on this success utilising and developing platforms to keep everyone informed and engaged:
· Regular newsletters and briefings from the CEO/HR.
· Effective use of social media from the Marketing Team.
· Maintaining an effective Employee Representative Group (staff forum), bringing service Representatives together from across the wider organisation for information, consultation and sharing of views.
· Having implemented Microsoft Teams we will continue to develop Team Channels and train employees to use this platform effectively to provide a range off effective resources that are accessible to everyone.

Policies
Respected and lived policies are one of the key drivers for a positive organisational climate, having the right content will positively influence the workplace.  All policies and procedures will be continue to be reviewed two-yearly or earlier when legislative changes dictate, extensive reviews will be undertaken to ensure that content is appropriate and policies are accessible, succinct and fit for purpose.   

Recognising and valuing achievements
People who feel appreciated and valued are more likely to achieve results so it is imperative to reward and recognise people’s achievements.  The supervision policy ensures regular supervision using the D.R.E.A.M. process : Developing, Recognising, Enabling, Achieving, Monitoring.  D.R.E.A.M. will remain integral within our practices as a forum to recognise employee and volunteer achievements, coupled with re-introduction of an Appraisal process. 

WELLBEING 
key objective (2)

BID is an organisation that has made a long-term commitment to invest in the health and wellbeing of our people, we recognise the benefits of a workforce that is healthy and happy at work which has proven to improve performance and productivity to achieve greater sustainability.  Our wellbeing strategy forms part of building a positive culture as well as attracting and retaining talent.   

Our Wellbeing Strategy was crucial during the pandemic, and as we face new challenges with the cost-of-living crisis and the consequential impact on people’s physical and emotional wellbeing we have undertaken consultation with our people to inform and refresh our wellbeing strategy to devise a new 3-year strategy that meets fresh challenges ahead.  Our wellbeing strategy is a separate more detailed document but essentially these are our key aims: 

Health and Wellbeing Initiatives 
· Having already achieved foundation level of the THRIVE accreditation, our journey will continue to achieve bronze, silver and gold accreditation.  
· Our Wellbeing Champion will continue to lead and promote key wellbeing campaigns that have been selected by our people to add value and to provide maximum benefit.  
· We are committed to providing quality wellbeing sessions with the involvement of professionals who can provide expert knowledge on chosen topics; there will be a clear programme of structured wellbeing sessions, helping employees to stay connected and share experiences on important subject matters.  

Health and Wellbeing Policies  
· We will review key health, safety, sick absence and wellbeing policies in consultation with our people, to ensure they are up to date to guide managers, promote health, safety and wellbeing and encourage employees to maintain a healthy work environment.
· We will continue to promote flexible working for our people to achieve the best possible work life balance, ensuring that our Hybrid and Flexible Working policies and practices are kept under review to meet new legislation, preserve culture/connectivity and align with business needs.
· We will provide ongoing training to managers to manage sick absence effectively in line with our procedures, monitoring and producing regular reports on statistics. 


Physical and Emotional Wellbeing
· We will continue to provide a free 24/7 Employee Assistance Programme that meets the unique communication needs of all employees to offer confidential counselling and support on a range of subjects.  
· Our Wellbeing Champion will deliver core mandatory Mental Health Awareness training to all employees.  
· We have made a pledge to ensure that all managers are trained to become Mental Health First Aid Champions who can be approached informally and confidentially for support, and we will ensure that our current Mental Health First Aid Champions receive refresher training to update knowledge.  
· BID has an Occupational Health provider to support us to deal with complex cases to ensure we make the right adjustments to support people in the workplace who have underlying conditions.

Financial Wellbeing
In the current environment we recognise the importance of financial wellbeing to help employees and volunteers understand their workplace benefits and wider finances. 


ORGANISATION DEVELOPMENT
key objective (3)

Technology
We have invested in an integrated HR and Payroll system (Civica) and having completed the implementation stage; we plan during the next 3-year period to implement a project plan to work towards full utilisation of the system for all managers and employees.  These goals will ensure that the system is fully utilised for maximum efficiency to extract real data and obtain people metrics that will enable us to monitor and measure performance and achievement across a wide range of areas.  

Recruitment and Retention
Following the pandemic, the renowned “great resignation” and the significant reduction in skilled workers seeking work, we recognise the recruitment challenges that we face within our sector.  We will continually monitor the employment landscape in order to respond flexibly to legislative changes and emerging trends, undertaking regular pay surveys to keep BID salaries competitive.   

Our recruitment and retention strategy will ensure that onboarding processes are kept under continual review, streamlining procedures to be flexible and using creative initiatives to source and attract new employees into the organisation.  The implementation of Civica E-Recruit will further ensure that potential applicants are dealt with quickly and efficiently and attrition data is captured and monitored.  

Our aim is to achieve a high profile employer brand and reputation which is intrinsically linked with the overall achievement of being able to deliver the 5 key objectives of the people and culture strategy.

Performance Management
We recognise the importance of retaining people that are flexible and skilled to meet future challenges and for succession planning.  Through our performance management system we support employees to develop and identify our high performers, and put in retention strategies to maintain key knowledge, experience and skills across the organisation, linking this closely with learning and development, key objective (5).  

Maintaining high performance standards is critical for BID to achieve its key priorities and meet the challenges of the future.  We will operate effective performance management processes whereby performance and targets are monitored through the supervision/DREAM process.  When standards fall below expectations, timely and decisive action will be taken to address serious deficiencies in performance and capability. 

Volunteers
Volunteers are greatly valued and are a crucial component of our service delivery, we will continue to develop the volunteering service, refreshing our volunteer strategy for the next 3 years by listening to the views of stakeholders and implementing a Volunteer Database to digitalise and streamline processes.  


INCLUSION & DIVERSITY
key objective (4)

Our commitment to Inclusion and Diversity
Already a diverse organisation we are committed to promoting equality, diversity and inclusion (EDI) and ensuring that no individual or group is discriminated against in the planning and delivery of any of our activities and services. We recognise our responsibilities under the Equality Act 2010, and are committed to meeting them in full.  

[bookmark: _Hlk152925559]We celebrate EDI and strive to achieve an inclusive workplace, where everyone can be themselves at work and we believe that this commitment will help us to ensure that everyone feels involved and included within our organisation.  However, we recognise that to create a truly inclusive environment there must be a shared belief that all employees and volunteers are respected, valued and allowed to be themselves.  This can only be achieved by ensuring that all groups see positive changes.

Equality Diversity & Inclusion Working Group 
We have a diverse EDI working group that connect to review organisational values/practices and ways of working.  

Communication Inclusion
We recognise that BID Services is a unique environment to work due to 30% of the workforce having a sensory loss and differing communication needs.  Progress has already been made with implementing a Communication Inclusion Policy and further work will be undertaken to embed these guidelines within our organisation to achieve a fully inclusive workplace.

Action Plans/Policies  
In 2023 we launched an EDI employee/volunteer survey which has enabled us to recognise what aspects are working well to further build on our success, as well as highlighting those areas where there is more work to be done for maximum inclusion.  The outcomes of the survey will enable us to devise a new 3-year EDI Action Plan and make changes to our EDI and Respect at Work Policies.  

LEARNING & DEVELOPMENT
key objective (5)

Learning and Development
We are committed to investing in the learning and development of our people to enable progression and help individuals achieve their career goals.

Statutory and Mandatory Training
We will ensure that employees and volunteers attend basic mandatory core training that is required to meet our statutory health and safety legislative duty, and take this further by delivering additional mandatory core training to equip everyone to understand the specialist environment that we work within.  
Our qualified in-house professionals develop and deliver core training sessions to share specialist knowledge to ensure everyone has the necessary knowledge and skills to work effectively and deliver quality services.

Professional Development
Our Training Learning and Development (TLD) policy has been reviewed and sets out our commitment to continuous learning, investing in continued professional development, supporting sponsorship and apprenticeships for employees to acquire higher professional qualifications and to aid retention. 

Training is regularly reviewed undertaking training needs analysis, to ensure that our people are suitably knowledgeable and skilled to deliver the corporate strategy.  To deliver our specialist services it is important that we provide training and funding for employees to achieve professional qualifications for example Interpreting, Rehabilitation and Social Work with ongoing support for further development.  We will continue to devise creative salary progression schemes with clear pathways that link the achievement of professional qualifications and competences with remuneration.  

People managers play an important role in the organisation, and it is key that we develop effective managers for positive organisational outcomes and performance, and that those managers are representative of the diversity within the organisation including sensory loss.  We will continue to run management workshops and leadership/management development programmes that align practical knowledge with theoretical study resulting in a recognised management qualification, further supported by coaching/mentoring.  

Technology
Our investment in Civica and fully utilising the training elements of the system is instrumental for retaining transparent and accurate training and development data and being able to produce reports on training, skills and qualifications.











DELIVERING THE PEOPLE & CULTURE STRATEGY
















The People Strategy outlined in this document sets out a challenging and exciting agenda for BID Services over the next three years. Delivering this Strategy is dependent on all members of the Board of Trustees, Senior Management Team and line managers working collaboratively with HR, and HR personnel working as a high performance team. 

The people team can be contacted through jobs@bid.org.uk and the Learning and Development Coordinator training@bid.org.uk 

The People & Culture Strategy is a ‘living’ document and will be reviewed regularly, annually or as necessary in light of developments within the health and social care environment and the other areas that we work within. 
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