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Report of: Dawn Aunger, Assistant Director People and Talent 
 

 
Executive Summary 
 
This report provides information on ‘The H&F Way’, our internal culture change 
campaign where staff work together to shape how we do things around here to be at 
our best, by creating a movement for change by our staff for our staff. 
 
Recommendation 

 
That the Committee notes the progress made and plans for taking the H&F Way 
programme forward.  
 
Wards Affected: ALL 
 

 
H&F Priorities 
 
Please state how the subject of the report relates to our priorities. 
 

Our Priorities Summary of how this report aligns to the H&F 
Priorities  

 Creating a 
compassionate council 

The H&F Way seeks to improve workplace 
behaviours, develop a healthy workplace and an 
inclusive workplace.  It is a change programme 
based on doing things with our staff, not to them. 
 

 Taking pride in H&F The H&F Way’s purpose is to make positive 
changes to organisational culture that will in turn 
increase employee engagement, satisfaction and 
pride in working for LBHF. 
 

 
Contact Officer(s): 
 
Dawn Aunger Assistant Director, People and Talent 
Veronique Vermeer, H&F Way Programme Lead, People and Talent 
 
Background Papers Used in Preparing This Report 
None. 



1. Introduction 
 
1.1 The H&F Way is our internal culture change campaign where staff work 

together to shape how we do things around here to be at our best, by creating 
a movement for change by our staff for our staff. 

 
1.2 A positive organisational culture is vital for our continued success. We are one 

of the few authorities that have invested in the ‘Best Companies’ system for 
driving organisational development.  This has given us a very clear view on 
how we need to improve.  

 
Following drop-ins across 3 sites on 8 days in October 2019, generating over 
800 comments; 22 focus groups and a mini online survey, an independent 
report by The Campaign Company (Appendix 1) highlighted 5 key themes 
identified by our staff as being important to address across the workplace. The 
5 key themes set in the context of the H&F vision, values and people strategy 
are:   

 Behaviours that create great place to work are genuinely and 
consistently understood, lived and recognised 

 An inclusive workplace where everybody’s needs are recognised and 
respected and all have the same opportunities to be involved in decisions, 
progress in their careers, have access to tools to do the best job that they 
can 

 A Healthy workplace with environment conditions and practices that 
create a stress-free place which help people achieve a good work-life 
balance 

 Appraising performance where regular review meetings are meaningful 
& valued, simple & focus on recognising contributions 

 Reward and recognition of everyone’s contribution in a way which 
makes them feel valued and is seen as fair, transparent, flexible and 
consistent 

 
1.3. The H&F Way campaign is seeking to deliver on the following aims: 

 Highly engaged staff that express higher levels of satisfaction  
 Significant improvements with productivity, wellbeing, recruitment, 

retention and equality at work. 

 A greater understanding of our unique organisational character and 
identity – what makes us the best, what are our biggest challenges, 
how do we best tackle them and what makes us different and special 
 

1.4.  The sponsor for the H&F Way programme, Kim Smith, Chief Executive 
provides strategic leadership support for enabling success.  The H&F Way 
senior responsible officer, Dawn Aunger, Assistant Director People and 
Talent, is ultimately accountable for the H&F Way campaign meeting its 
objectives, delivering the projected outcomes and realising the required 
benefits. All culture change proposals will be reviewed at the H&F Way 
Programme Board and important decisions that will affect people, processes 
or systems will be made by SLT at the Major Programmes Board. 
 



1.5.  The campaign will be delivered in house rather than through a consultancy 
contract.  

 
1.6.  People and Talent are funding a part time H&F Way programme manager 

post which has been created within existing budget limits as part of the 
service restructure in February 2020. Consequently, Veronique Vermeer has 
been appointed internally on a 12-month part time secondment as H&F Way 
programme lead.  The H&F Way culture change campaign has no end date 
as changing culture can take on average 5 years however the initial work 
across the 5 themes will be managed as 5 projects and is expected to 
complete by December 2020.  Priority themes will then be reviewed following 
a new staff survey exercise.  Groups to support all 5 themes are managed 
and run by volunteers within the council.   

 
1.7 This report provides an overview of progress made to date and priorities for 

the continuing programme.    
 
2. Progress to date  

 
2.1 The H&F Way builds on the delivery of tangible at work priorities through the 

2018 Best Companies staff survey, IBC, Techtonic and re-accommodation 
programmes.  

 
2.2.  Following a H&F Way launch workshop on 26 November 2019, 5 action 

groups, each with a group lead, have been established. Each group is aligned 
to one of the 5 themes and is responsible for implementing change. The 
groups are made up of 56 staff volunteers (target 75) of varying experiences 
and skills but with a similar passion to make a difference. Rather than setting 
roles by traditional grade and title hierarchy, people selected their roles within 
the groups according to their passion, self-assessment of their skills and 
qualities and understanding of others in the group.  

 
2.2 Wider group membership is being encouraged via World Class Managers 

(WCMs), Future Leaders, existing group volunteers and promotion at staff 
events such as the “Grow, Reward and Give Back” held in February.  
 

2.3 A “Let’s Talk Culture” workshop was held in January with the Leadership 
Forum (senior management group) to engage them and identify what changes 
they could own and lead through behavioural nudges, quick wins and short 
and medium-term change activity. Feedback on the H&F Way campaign itself 
and how to improve links with departmental priorities was sought from the 
Managers’ Forum (top 100) held in February. A key observation was how the 
H&F programme and the People Strategy align and relate.   
 

2.4. Regular workshops are run every 4-6 weeks for all H&F Way action groups to 
come together to share progress, achievements, advice and support. The 
third workshop is planned for February where emerging group action plans 
will be considered to take the H&F Way forward. The plans include:  
 consideration of benchmarks, best practice, appropriate external 

accreditations,  



 review of internal processes, policies and systems,  
 links with existing programmes and boards such as the West King Street 

redevelopment and the Social Isolation and Loneliness Board 

 establishment of user groups and departmental champions. 
 taking initial ideas back to business to road test.    

 

2.5  Progress will be measured against the following 6 stages (see below). The 
process was drawn up in collaboration with the H&F Project Management 
Office. 

 
 

2.6  A H&F Way Programme Board comprising the Assistant Director People and 
Talent, H&F Way programme lead, and H&F Way action group leads has 
been established and will be responsible for governance and alignment.  The 
board will meet every month to set direction, manage cross cutting 
opportunities, discuss the viability of the work plan for each group and across 
all groups, decide what to stop, start or continue and put forward ideas and 
proposals to SLT. The first programme board is due to take place in March 
and will produce a summary of the status, findings, and recommendations. 

 
3. Priorities for the continuing campaign  
 
3.1 Further build capacity within the groups to increase staff involvement  
3.2 Identify cost & benefits and implementation plans  
3.3. Develop communication and staff engagement work to support the campaign   
3.4. Refine short, medium- and longer-term outcomes and success measures 

across all groups  
 

4. Developing a corporate strategy for delivering the full scale of benefits 
of the campaign  



 
4.1 Our H&F 5 priorities are clearly defined. This is underpinned by the People 

Strategy.  The H&F Way is an internal culture change programme that will 
engage, enable and empower our staff to drive meaningful change, to make a 
difference and create the best Council to work for.  The detailed H&F Way 
programme plan to support the H&F Way is in development. 

 
5. Return on investment  
 
5.1 Independent monitoring and evaluation through informal feedback, pulse and 

staff surveys plus review of recruitment and retention rates and workforce 
analysis will inform focus and pace of change.  

 
5.2 The H&F Way is seeking to deliver on the following aims and measures will 

be agreed: 

 High staff engagement >70% 

 Improvements to productivity, wellbeing, recruitment, retention and 
equality at work  

 A greater understanding of our unique organisational character and 
identity – what makes us the best, what are our biggest challenges, 
how do we best tackle them and what makes us different and special 

 
 
List of appendices 
Appendix 1 – Analysis of the H&F Way Staff Engagement report, produced by The 
Campaign Company, October 2019 


