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Introduction and Context 

Organisations that meet the world-recognised Investors in People Standard reflect the very best in 
people management excellence. Underpinning the Standard is the Investors in People Framework.  

Based on 25 years of leading practice, the latest research and workplace trends, the Investors in 
People Framework is organised around nine key indicators of high performance each with three 
underpinning themes. 

To achieve accreditation, organisations are assessed against these themes and indicators.  

Assessment is carried out using desktop review, interviews, meetings and observations.  

 

The scope of this Assessment is that Integrate (Preston and Chorley) has been assessed 
against the DEVELOPED level of the Investors in people framework, maturity model and the 
assessment outcome is summarised below.  

 

The accreditation awarded represents the current level achieved 

 

 

Assessment Outcome 

 

 

  

 

 

 

 

Presentation of Report 

A narrative is presented for each of the nine Investors in People criterion. The narrative is 
supported by the appropriate IIP On line survey results. These are commented on within the 
narrative 

 

Further results are also presented at Annexe 1 including an indicator summary, response profile 
and benchmarks against overall IIP and Sector performance 

 

Annexe 2 is a presentation of the evidence summary – aligns evidence to specific indicators ands 
themes  
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Assessment Findings 

 

Leading Principle 

 

 

The Integrate vision, mission, values and strategic objectives are clear and coherently 
communicated to the workforce.  

The positioning and communication of the strategy and values was confirmed in the interviews and 
also through the on line IIP survey results where 83% of respondents confirmed that leaders 
effectively communicate the organisations ambition and 78% of respondents confirmed that they 
are motivated to be ‘the best that they can be’.  Managers and people interviewed confirmed that 
they understand the mission of the organisation, confirmed that leaders clearly communicate and 
articulate the strategy and were able to explain from a personal and team perspective how they 
contribute in executing the strategy. 

Organisational success is measured in a number of ways including financial and non-financial 
results. Integrate is a mission and values based organisation and as such key outcomes are 
primarily service user focused 

There is a clear ambition to continue to improve the organisation and the key elements of what 
needs to be improved in the future are set out in the organisational strategy PATHWAY. There is a 
clear focus on strengthening areas of the business to deliver key outcomes e.g. on the future in 
terms of quality; being true to Integrate ethos and principles (values) and adding value to 
communities 

In order to achieve its ambition and objectives there is an organisational focus on developing 
people approaches aligned to the wider Integrate strategy. The approach includes the key 
elements for sustainable Organisational Development (OD). These elements include leadership 
development; positioning and embedding the Integrate values; empowering managers and staff; 
managing performance; reward and recognition and building internal capability (talent).  
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The approach does present opportunities for further development and improvement through 
ensuring alignment of all the elements within the OD system to ensure each component within the 
system is delivering what you intended it to deliver (alignment between the approach, the process, 
implementation and the IMPACT it delivers in terms of performance and overall results).  This will 
enable evaluation of the approaches and overall system i.e. How do you measure the impact and 
the return on investment you derive from your people approaches and processes? How do you 
know your approaches and processes are making the difference you intended? 

 

 

People interviewed from across the organisation demonstrated that they embrace the Integrate 
values and understand the associated behaviours and expectations. However, this approach could 
be strengthened through developing a behaviours framework, aligned to the Values. Such a 
framework can then be utilised in a number of ways that helps strengthen your processes aligned 
to your Values. e.g. recruitment; leadership development; performance management and reward 
and recognition. In this way you are recognising What? people do in contributing to success and 
also How? they work aligned to your values. 

The strength of alignment with the values was supported through the on line survey results 
(displayed above) where the values responses indicated that 92% of respondents agreed with the 
statement ‘My organisation has clear values.’  95% of respondents agreed with the statement ‘My 
behaviours reflect the organisations values’ and 98% of respondents indicated that ‘I share my 
organisations values”.  

The analysis of these results indicates a strong psychological alignment between individuals and 
the organisation. This is conducive with high levels of engagement and therefore commitment to 
the ‘mission’ of the organisation 
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Most people interviewed demonstrated a ‘can do’ attitude and were able to talk about the 
importance of how they contribute to the overall service user experience. 85% of respondents to 
the survey confirmed that they are ‘Encouraged to use their initiative in their role”. 89% of people 
who responded in the survey confirmed that, “I am trusted to make decisions in my role”. 

Many people interviewed demonstrated that they are passionate about what they do and what they 
achieve as they are clearly strongly psychologically aligned to the mission of the organisation. Most 
people described a culture where they feel enabled to be empowered and confirmed that leaders 
do trust and support people to make decisions commensurate with their level of authority. 

People confirmed that communication of information across the organisation is effective. They 
have access to the information they need to perform their role was effective with good visibility 
levels of interaction with managers. People provided many examples of effective communication 
including 1-2-1 with manager (enhanced supervisions have replaced the previous annual appraisal 
system); newsletter; bulletins; senior link meeting; team meetings and day-to-day informal 
discussions with peers and managers. However there was a view expressed by some people that 
all too often team meetings can be quite negatively focused with too much emphasis on ‘what we 
haven’t done’ rather than of a style of more positive affirmation of what has gone well. 

Most people confirmed that they participate in decision-making that has an impact on them 
however others hold the view that change could at times be handled differently with an equal 
emphasis on Why? change needs to happen in addition to being told What? that change will be 

The issue of change and managing change appears to be ‘amplified’ because there is a perception 
particularly at service co-ordinator level that there is a tension between capacity and demand. 
There is a widely held view that workloads are not equally divided and that this needs to be 
addressed. The removal of the role of Team Leader role in one part of the organisation is clearly 
having an impact. There is a view that going forwards there will be potentially significant 
development needs within the service co-ordinator cohort should people in those roles have the 
ambition to become service managers. This needs to be considered, as one of the strengths of the 
organisation through the eyes of staff has been the ability to develop and progress 

Consider reviewing roles and responsibilities of Service Co-ordinators. How service co-ordinators 
are deployed and how they currently operate? There may be benefit to be derived through 



Page 9 I © Investors in People 

enabling this cohort of managers to operate in the future in a more collective, co-operative and 
collaborative way 

 

 

Supporting Principle 

 
The on line survey results are presented above 

Key strengths in this criterion appear to be around: 

➢ Taking personal responsibility for ‘monitoring my performance against my objectives’ – 94% 
positive sentiments 
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➢ ‘I feel encouraged to perform to the best of my abilities’ – 85% 

 

Relatively: 

➢ Although 71% of respondents agreed that they had set objectives with their manager in the 
last 12 months, 17% of respondents disagreed with this statement and almost 12% 
remained uncommitted. This may be a performance management issue worthy of further 
management exploration 

➢ 76% of respondents indicated that poor performance is addressed by managers, however 
17% disagreed with this statement with a further 6% uncommitted 

 

On site interviews: 

Most people confirmed that they know what is expected of them and how their own personal 
objectives align to what the organisation is trying to achieve. Most managers and staff confirmed 
that performance is regularly assessed however some described not having a supervision meeting 
for well over 12 months 

Most people confirmed that they have 1-2-1s with their manager (regular enhanced supervisions) 

Most people interviewed were supportive of the transition form annual appraisal to regular 
supervisions. People indicated that they found these more valuable and in particular most people 
found the opportunity to complete a ‘reflective log’ a good opportunity. Some people are more 
adept at this than others. Some people described group supervisions. However there is an 
opportunity here to provide more regular and systematic coaching of others (subject to capacity 
issues being addressed)  

There is a view that some managers although adept at managing the process and the service are 
not as confident at leading teams of people. Some managers still have leadership development 
needs. Some managers described how this was being addressed for example through opportunity 
to undertake leadership qualification  - ILM 3 

 

Other initiatives designed to support performance improvement included (not exhaustive): 

➢ Involvement in projects 

➢ Coaching and Mentoring  

➢ Leadership development 

➢ Higher education funding 

➢ Development opportunities – to both improve in current role and gain experience and 
develop skills / competencies for progression  

➢ Team meetings 

➢ External learning leading to professional qualifications 
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65% of respondents to the IIP survey indicated that they ‘consistently feel recognised when they 
exceed expectations’. 23% disagreed with the statement. Only 53% (of these only 10% strongly 
agreed) of respondents indicated that they ‘are rewarded in ways that match their motivations’ and 
almost 30% disagreed with the statement and a further 17% uncommitted.   

Also 17% of respondents indicated that they don’t feel appreciated for the work they do. Based on 
these IIP survey responses Reward and Recognition is highlighted as an issue worthy of further 
exploration by Integrate management. Consider developing a ‘behaviours framework’ aligned to 
people’s actual motivations, that enables you to recognise and reward people aligned to both those 
motivations and your organisational Values. 

In terms of recognition mechanisms some people referred to communication meetings; Perk Box; 
regular refresher training; NVQ (now Diploma) opportunities; ‘well done’ by email; involvement of 
service users and annual awards (AGM) 
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This was a particular set of strengths 

People described how roles are designed to deliver the organisational goals and people described 
how they do work together to achieve the organisations vision and strategic priorities. 91% of 
respondents in the on line survey confirmed that their work is interesting and 96% confirmed that 
their role enables them to work well with others. 
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Improving Principle 

 
Building capability and continuous improvement are organisation priorities 

The survey results indicate a good level of management support for people’s learning and 
development 

There is a clear commitment to improving and developing people through learning and 
development including on the job learning, leadership and management development and 
coaching / mentoring of managers and staff.  

82% of respondents confirmed that ‘ I know how my organisation invests in my learning and 
development and 82% of respondents confirmed that ‘I make use of my organisations learning and 
development opportunities” 
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Relatively the area tested that provided the lower score in this dimension was that although 74% of 
respondents indicated that they believed that ‘people are selected for roles based on their skills 
and abilities’. 17% of respondents disagreed with this statement and a further 8% remained 
uncommitted (combined 1 in 4 respondents) These are perceptions worthy of further management 
consideration and exploration  

 

 

 

Overall this was a strong set of results 

Notably: 

92% of respondents indicated that they ‘look for improvement ideas from their colleagues’ 

82% confirmed that they are ‘encouraged to improve the way they do things’ 

77% confirmed they ‘Are trusted to try new approaches’ 

79% do not feel blame if they make an honest mistake and 76% believe their ideas are listened to 
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82% of respondents believe that Integrate is a ‘great place to work.’ This result is a good alignment 
and engagement cultural indicator 

94% of respondents indicated that ‘ my organisation has a positive impact on society’ 

 

The Investors in People framework sets out ‘people’ best practice to achieve high performance 
working and create a high performance working environment and culture (commensurate with 
organisational practices and behaviours at the higher levels of the IIP maturity model).  

To support future continuous improvement Integrate may wish to consider: (these are recognised 
‘high performance’ organisational behaviours) 

➢ To what extent people do take ownership of their own learning? 

➢ How do you evaluate learning in terms of how it is applied in the workplace and assess the 
IMPACT of both learning and development on individual; and team performance? 

➢ How do leaders look to the future, identify and plan the capabilities people will need to 
deliver success. i.e. as you continue to develop and change you will require more from your 
people (skills, competencies and capabilities) -  What capabilities do you need your 
managers / leaders of the future to develop? 

➢ How do people at all levels really take responsibility for continuous improvement? How do 
you engender a culture of empowerment and ownership where people actively seek 
responsibility and are held accountable (with appropriate levels of guidance and support) 
for their decisions and actions? 

➢ Do you nurture innovation and react in a timely way to new ideas and opportunities? 

➢ How do you evaluate new ideas to ensure they deliver positive outcomes for Integrate?  
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The IIP Practitioner recommends that in the future Integrate consider coming forward for a wider 
and more in depth Investors in People assessment (requires deeper understanding and 
engagement with the best practice elements of the framework particularly to achieve high 
performance accreditation).  

There was clear evidence based on approaches assessed that the business is capable of 
performing above the DEVELOPED (Standard Assessment) level.  

 

 

Recommendations 

In the future consider engaging with the wider IIP framework in order that you can stretch through 
testing your approaches, people processes, practices and performance against the higher IIP 
maturity levels (Established - Advanced and High Performance). This will be a challenge, yet 
motivational and rewarding and will enable and support you to stretch the organisation even 
further.  

You will need in the future to demonstrate that your people approaches and processes are fully 
aligned and integrated with other business practices and demonstrate how people and managers 
take accountability for delivering consistently positive results, always with a focus on sustainable 
improvement 

 

Key opportunities:   

• Continue to further develop your ‘People Plans’ to ensure that you are creating the 
necessary people management and engagement conditions within the organisation for the 
future (aligned to your future ambition and vision) 

 

• Ensure the measures are in place to assess and evaluate your key people approaches. 
These measures will enable you to assess the return on investment (ROI) of each of the 
approaches within your Organisational Development (OD) system to ensure what you have 
developed and implemented is ‘fit for purpose’ and delivering the impact (difference) you 
intended 

 

• Continue to support on going leadership and management development and continue to 
provide coaching for managers, particularly new managers in leadership practice and 
undertaking effective performance review and developing staff.  

 

• Review some management roles and workloads. Consider alternative ways of deployment 
of resource and utilising skills in service co-ordinators role 

 

• Ensure all new starters are captured by the induction process and also ensure when people 
move internally for development or progression that local induction takes place 

 

• Continue to support the identification, retention and future development of talented people 
through your engagement approaches and offer of development opportunities (aligned to 
succession planning). Some areas of the business need to secure future succession plans 
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• Continue to focus on wellbeing as a central leadership and people engagement issue. 
Consider engaging (benchmarking) with the Investors in People Health and Wellbeing 
Framework. Your IIP Practitioner can discuss this with you as part of your next steps to 
further develop and improve the organisation 

 

• Continue to review approaches to reward and recognition and ensure recognition is aligned 
to ‘high performance’. Also ensure recognition is aligned to rewarding performance that 
demonstrates behaviours in line with the values 

 

Next Steps 

The above findings and recommendations will be communicated covering the following areas in a 
feedback meeting TBA 

• Outcome of this Assessment 

• Discussion in respect of findings and recommendations (including OA results) 

• Scheduled date and format for the 12-Month Review 

 

The key dates for the next stages of Integrate Investors in People journey are set out below: 

Accreditation date 12-Month Review 24-Month Review Accreditation Expiry 

22/08/2018 22/08/2019 22/08/2020 22/08/2021 

 

 

 

Annex 1 - Assessment Approach 

 

Onsite assessment 

1-2-1 face to face interviews with managers and staff from across the organisation and 
at all levels 

 

Observations 

Site visit took place at Integrate, Elisabeth House, Tulketh Brow, Preston  

 

Desk top analysis 

Reviewed Business Strategy, People Strategy and associated ‘PEOPLE’ and HR 
documentation 
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Annexe 2 

 

 

 



Page 19 I © Investors in People 

 

 

 

 



Page 20 I © Investors in People 

 

 



Page 21 I © Investors in People 

Annex 3 – Evidence Summary 

Indicator Theme Evidence Summary Developed 

1. Leading and 
inspiring people 

Creating transparency and 
trust 

• The purpose and vision of the organisation are clearly communicated by leaders. 
There is a plan that sets out the Purpose, Ambition, Vision, Values and 
Objectives of Integrate 

• Everyone interviewed was able to describe the core elements of the strategy and 
also clear on objectives and job roles and how they contribute to the 
achievement of the objectives. People are aligned to the Integrate vision and 
values and could provide examples of how they align to them through their 
performance and behaviours 

 

 

Motivating people to deliver 
the organisation’s objectives 

• The objectives of the organisation were understood by everyone interviewed and 
people also understand how they contribute to success. People confirmed their 
own objectives and talked about how they are motivated to deliver them (aligned 
to creating the ‘best service user experience’ and supporting service users in the 
community 

• Objectives are set with the majority of staff The implementation of enhanced 
supervisions needs to be continually assessed and reviewed to ensure it is 
delivering added value and having an impact on individual, team and overall 
business performance.  

 

 

Developing leadership 
capability 

• Most managers understand what was expected of them to lead, manage and 
develop people.  However there is a need to continue to offer management and 
leadership development, particularly for new and more inexperienced managers. 
This development will also support the transition of some people from ‘manager 
to leader’ 

 

2. Living the 
organisation’s 

Operating in line with the 
values 

• This is a ‘Values’ driven organisation. There is a clear mission based ethos. 
Developing a ‘behaviours framework’ aligned to the Values should be considered  
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values and 
behaviours 

• There is an opportunity to involve managers and staff in co creating a wider set 
of behaviours aligned to the values. Effectively positioned your values should be 
at the heart of everything you do 

Adopting the values 
• During the interviews people were able to describe the Integrate values and how 

to apply them  

Living the values 

• People understand how to behave in line with the values. There is an opportunity 
to embed the values throughout all elements of the Organisational Development 
(OD) system 
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3. Empowering and 
involving people 

Empowering people 

• People confirmed in interviews that they have access to the knowledge and 
information they need to do their job. Most people described team meetings and 
effective communication meetings 

• People confirmed that they understand the requirements of their role and the 
contribution they make to the success of the organisation. 

 

Participating and 
collaborating 

• Communication events and meetings were described. Most people supported a 
view that communication is effective however some people echoed a sentiment 
that this could be still further improved – particularly across the organisation 
where people believe that opportunities to learn more and share more (real 
participation in collaboration) could be created 

• People confirmed that they know how they make a difference through the 
contribution they make and they understand how this is measured 

• Collaboration at team level is described as effective however could be improved 
(see point above). There is an opportunity to share knowledge, learning and 
‘good practice’ more effectively ensuring learning and good practice are captured 
and evaluated 

 

Making decisions 

• Most people feel trusted and supported to make decisions. Integrate expects its 
managers to make appropriate decisions commensurate with their level of 
autonomy and authority. There is a desire to realise a culture of appreciation and 
empowerment (create self managing teams and empower managers and people 
to problem solve and innovate) 

 

 Met   Not Met 
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Indicator Theme Evidence Summary Developed 

4. Managing 
performance 

Setting objectives 

• People understand how their objectives support the organisation. People 
confirmed that they know what is expected of them and could demonstrate how 
their objectives support the wider Integrate objectives 

 

Encouraging high 
performance 

• Time is invested in the revised 1-2-1 performance review process. 
Implementation appears to be fairly consistent.  

• People interviewed demonstrated that they understand the performance process 
and the rationale behind it. Some people were able to describe the benefits of 
the revised approach 

 

Measuring and assessing 
performance 

• Performance is measured through a number of approaches including 
observation, feedback and service user input and a range of KPIs at a number of 
levels  

 

5. Recognising and 
rewarding high 
performance 

Designing an approach to 
recognition and reward 

• Recognition mechanisms are implemented in line with the narrative provided in 
the main body of this report. There are opportunities for improvement. See IIP40 
on line results 

 

Adopting a culture of 
recognition 

• The most important form of recognition is described by people as timely personal 
recognition through positive feedback and ‘Thank You’ - People at all levels do 
feel part of something they really value and are proud to work for Integrate 

 

 

Recognising and rewarding 
people 

• The criterion for recognition is made clear. In the future and to support 
performance against the higher levels of IIP maturity levels, involving managers 
and people in developing the reward and recognition strategy would increase 
levels of ownership and in turn secure enhanced levels of engagement 

 

6. Structuring work Designing roles 

• There are job descriptions for roles. However people in some roles feel they 
have tasks, workloads and levels of responsibility beyond their job description  

• Roles have clear functionality and clarity of responsibility. People find their work 
motivating, interesting and could describe contribution to a valuable service 
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Creating autonomy in roles 

• Decision-making is clearly defined in job descriptions. There is a desire to enable 
a culture of empowerment throughout Integrate 

 
 

Enabling collaborative 
working 

• People described how they are supported to work together. There was a view 
that collaboration could be improved  

 Met   Not Met 
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Indicator Theme Evidence Summary Developed 

7. Building 
capability 

Understanding people’s 
potential 

• Developmental conversations take place during 1-2-1’s but are not limited to this 
process alone. However this is a manager behaviour that does need to be 
further developed  

• People confirmed that there learning and development needs are met. People 
are encouraged to learn and some people are provided with opportunity to study 
for professional qualifications. 

 

Supporting learning and 
development 

• There are a range of mandatory training courses  – now also supported by e 
learning in addition to classroom learning  

• There is bespoke internal training and coaching opportunities provided 
depending on role and role requirements 

• A range of learning and development options are provided (internal and external) 
some leading to accredited qualifications  

 

Deploying the right people at 
the right time 

• Managers are involved in the recruitment process (as on occasion are service 
users) 

• Recruitment and selection is seen as fair, efficient and effective and is aligned to 
the business objectives 
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8. Delivering 
continuous 
improvement 

Improving through internal 
and external sources 

• The investment in learning and development is significant. Evaluation at 
manager (team) could be improved.  

 
 

Creating a culture of 
continuous improvements 

 

• People are encouraged to come up with new ideas and make suggestions for 
improvement. Innovation is supported 

 

Encouraging innovation 
• Managers encourage people to look for ideas. People interviewed confirmed this  
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9. Creating 
sustainable 
success 

Focusing on the future 
• Future needs are consider through the Strategy, Business Planning and 

Performance Review processes  

Embracing change 

• Change in the view of most people interviewed is generally communicated in a 
timely and transparent way. However understanding of change and change 
management practice could be improved in the view of some managers and staff 

 

Understanding the external 
context 

• The organisation operates in partnership with a number of external stakeholders. 
This is the nature of the sector. Leaders form long term relationships with 
external stakeholders and strategic partners  

 

 Met   Not Met  
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