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Introduction 

 
This is a third post recognition assessment for Integrate ltd 

 

The organisation was last assessed in 2012 and achieved recognition against The Investors in People 
Standard  

 

 

 

Assessment Outcome 

 
Having conducted this 2015 assessment in line with the framework and guidance provided by UKCES The 
Assessor is of the view that Integrate Ltd continues to meet all the requirements to be recognised as an 
Investors in People organisation 

 

On behalf of Investors in People North of England The Assessor would like to congratulate 
Integrate Ltd on this continued achievement 

 

 

In line with current Investor in People protocols recognition lasts for 3 years  

 

However there is now a requirement to undertake an interim review not more than 18 months from the 
date of this assessment   

 

The interim review need not be an assessment and can take the form of a strategic review. The 
intervention is chargeable, however is based on your needs and business requirements at the time of the 
review. The Assessor will contact you nearer the time to discuss the options open to you 
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2015 Assessment - Key Findings 

 
Strengths 

 

Business Strategy and Planning 

 The business has well developed vision, strategy, direction and purpose. These have been 
communicated to and shared with all staff. Managers and project workers confirmed that they 
are regularly been consulted in planning  (through planning and strategy days) 

 

People are clear about the direction and purpose of the organisation and confirmed that its 
future plans have been shared with them.  

 

Part of the business is growing quickly (New Focus) and senior managers are mindful that this 
growth needs to be both manageable and sustainable (capacity issues are a concern) 

 

The business has now almost reached the point where it needs to make some major decisions 
around resourcing and capabilities for the future. Within this the business is very mindful of 
maintaining its identity, core ethos and values  

 

Strategy is informed and driven by: 

 

- Feedback from customers (service users) 

- Understanding wider stakeholder needs and requirements (wider social policy) 

- Changes in government policy and LCC funding priorities 

- LLDC feedback 

- Existing and emerging needs of client 

- Feedback from employees 

- Outputs from service / team planning days, strategy days and team meetings 

 

The strategy is well formed around key business areas and priorities e.g. 

- Communication 

- Finance 
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- Business Operations 

- People development 

- Values 

- Development  

- Performance  

- Employee Feedback 

- Service user feedback 

 

 

 The organisation benchmarks itself against external sector quality standards and other quality 
and continuous improvement standards, including Investors in People 

 

 

 

Leadership (and Values) 

 The business is passionately and dynamically led. This is a significant strength of the business and 
a lot of the energy and direction comes from the CEO, Directors and Service Managers. It is clear 
that this style and approach does have a direct influence on the behaviours, style and energy 
levels of other managers and staff 

 

Managers interviewed are clear as to what is expected of them in terms of leading people and 
managing the business. However there is an opportunity to further develop the leadership 
capabilities of all managers and staff  

 

Consider  offering all staff (as relevant to their development) the opportunity to further develop 
their coaching skills 

 

It is clearly recognised in the business that future success will depend on the quality of its 
leadership and its people (well developed leadership attributes and behaviours aligned to the 
values and also aligned to what needs to be achieved in terms of business performance).  

 

In this respect, going forwards, and certainly as the business grows leadership and management 
capabilities for the future should be further considered, identified and defined 
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Ensure the business needs of the organisation are considered in proportion to the growth in the 
support areas and that business systems remain capable in the future of servicing the wider 
organisational need 

 

 

 The business values are clear. This is a values driven business 

 

When speaking to people it was clear that the values are implicit in the way people work and 
come through clearly when speaking to staff 

 

In terms of the values, the common themes communicated direct from managers and staff 
interviewed were: 

 

- Family values 

- Building service user relationships built on respect and trust 

- Professionalism 

- Compassion (ability to empathise) 

- Passionate about what we do 

- Effective listening 

 

 

In terms of ‘‘the culture’’ people  offered the following comments / views: 

 

- A challenging but rewarding working environment  

- Colleagues and managers are very approachable and supportive 

- A high degree of openness and honesty (trust) 

- Issues are always dealt with and not left open ended or unattended to 

- People feel really valued and believe they are made to feel valued 

- The way we work is driven by our values 
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Learning and Development 

 Learning and development is effectively planned and managed. Lots of evidence and examples 
were provide of how learning and development activities are aligned to the needs of the 
business  

 

 

 Learning and development is a priority area for all staff. The business supports this with resources 
including the utilisation of internal and external expertise. The approach to learning and 
development and its value is continually supporting the building of both capability and capacity 
within the business 

 

For example: 

 

- Adapting and creating innovative and flexible learning to suit different styles --- the fact that 
people learn differently is understood, certainly by most managers 

 

- Train the Trainer approach 

 

- QCF Centre 

 

- Internal training manager  

 

- Access to training consortium - PLURISSA (extrenal benchmark for sector standards training) 

 

- Robust Induction --- the business makes effective uses of the resources to support induction 
and initial training. This is then supported by work shadowing and on the job supervision and 
support from senior project workers, team leaders, service managers and colleagues  

 

Ensure induction (into the new role) is equally effective when recruiting non-care staff and 
also when transferring / seconding or promoting people within --- including senior carers and 
managers 

 

- Competency based job shadowing and sign off of competence 
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- Some people take responsibility for their own learning and make decisions about their own 
learning. Examples were provided 

 

- Support to achieve formal qualifications in both technical and managerial competence, at a 
number of levels including ILM 

 

- Specialist training aligned to team and service user needs 

 

- Learning is viewed by some managers and people as an everyday event  

 

 

 There is a consistently held view that the business has created a healthy culture of continuous 
learning and through well developed methods to engage and empower people this has (and is) 
inevitably created a culture of continuous improvement 

 

 

 Integrate as a business clearly understands and measures in a number of ways the return on 
investment it realises from its wide learning and development offer to managers and staff. A 
number of examples were provided 

 

 

 Learning and development evaluation could be further developed (see Areas for Future 
Development 

 

 

 

Performance Management 

 The view of most managers and people is that performance is managed effectively. People in the 
business understand the expectations of the business and the drive for quality and service 
excellence (see also Areas for Future Development) 

  

Performance and Development objectives and targets are set within a review framework  
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However there was a view expressed that some development is needed in reviewing target 
setting and getting better at setting stretching yet realistic measurable targets (these could be 
linked to PSR, this would help align business, team and individual targets) 

 

There is a strong emphasis on improving capability and developing skills and competency 

 

Examples include: 

 

- Involvement in supporting development for each person in the business 

 

- Supported Induction 

  

- Mentors identified 

 

- Managing talent and succession planning (need to review approach here to ensure 
formalised succession planning is being actively considered by the senior management team, 
especially in view of the fact that the business is growing at a pace, and also the length of 
service profile of the business) 

 

- Through formal appraisals, supervisions and regular 1-2-1 contact 

 

- Through objective setting 

 

 

 

Engagement 

 Both managers and staff in the business feel that they make a valuable contribution to the 
success of the business. People could provide examples of this 

 

 

 People feel valued and recognised for the contribution they make. People described many 
examples of opportunities to develop therir skills. People are engaged and share the vision and 
values of the business 
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 People feel empowered and feel trusted to make decisions. Many examples were provided.  

 

 

 There is a very strong team ethic in Integrate.  

 

 

 People described how constructive feedback is provided and how they are effectively supported 
by both colleagues and managers 

 

Examples of  a range of other communications methods and activities highlighted are: 

 

- Opportunity to learn from experienced colleagues 

- Supervisions 

- Staff meetings and Team meetings 

- Planning and Strategy days 

- Training 

- Development 

- Career development advice, support and guidance 

- Service user led groups 

 

 

 People believe Integrate is a great place to work 
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Areas for Future Development 

 

Business Values 

 In order to strengthen and underpin your unique offer (USP) in the marketplace continue to 
promote the business values  (aligned to the business strategy)  

 

Ensure your values are clearly communicated  to all your stakeholders to underpin what you 
stand for as a business and what is really important to the way you work and what makes you 
different. 

 

Everybody who comes into contact with you as a business should be able to see who you are and 
what you stand for through your values and experiencing your behaviours 

 

The Alignment Model: 

The way you have positioned values within Integarate as a driver of your culture and ways of 
working is in line with recognised business and people management good practice.  It is clear 
that your values drive both peformance and behaviours (to achieve the outcomes and the results 
you want). This model of working is known as ALIGNMENT --- the model addresses both 
performance (achieving targets and objectives) and psychological alignment (values and 
behaviours) 

The approach effectively positioned enables organisations to learn and change --- CHANGE is the 
3rd dimension of the model 

 

The Investors in People framework ‘ good practice’  promotes that clear core values should relate 
to vision and strategy and that the values should be at the heart of the organisations strategy and 
govern the way it operates 

The Investors in People framework is being revised during 2015. At the moment values is an area 
within the detail of the framework, under the revised framework the importance of values has 
been escalated to a full performance criterion of its own 

 

 

 Continue to encourage all people in the business to challenge any behaviour(s)  not aligned to 
the values 
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Leadership Development 

 As the business continues to grow ensure that you continue to develop the leadership 
capabilities and skills of all managers and staff (in line with your future ambitions and 
expectations) and particularly those leaders whom you have identified as having talent and 
potential for key positions and roles in the future 

 

 

 Continue to consider your approaches to Work Life Balance and Health and Wellbeing as part of 
further developing effective leadership and engagement, and improving overall performance. 
People do see that these issues are taken into account, however consider benchmarking your 
approaches and practice against the Investors in People Health and Wellbeing ‘good practice’ 
Award framework (this can be found on the Investor in People web site) 

For example consider how you might impact even further on issues such as sickness absence by a 
change of emphasis to --- ‘‘Attendance Management’’. Some businesses (as part of HR 
management) are starting to adopt this approach and are reporting improvements. Managing 
Attendance, certainly improving attendance becomes the key high level goal. Therefore the 
performance measure becomes a positive behavioural indicator (improvement target) e.g. 
Attendance target of 96% (across the whole of the business) rather then managing what is quite 
often perceived as a negative indicator e.g. Reducing sickness or abscence. Managing Attendance 
is also a key positive to manage, supported by your values statements 

 

 

 Continue to develop the ability of people to adapt quickly to change and see change as an 
opportunity. People interviewed feel that although this is a strength within the business there is 
still an opportunity to be even more innovative and creative in designing solutions and in doing 
so re-inforce the learning and continuous improvement culture 

 

 

 

Learning and Development --- Evaluation 

 Ensure all learning and development is evaluated  

 

Good practice considerations: 

 

On completion of a piece of learning 

 

- How do you ensure the transfer of the learning into the workplace? 
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- How do you evaluate the impact the learning has had at a number of levels? 

- individual learner 

- team 

- organisation 

- client service / satisfaction 

- What impact has the learning had long term? i.e. impact on behaviours; performance; 
results? How do you assess / measure this? 

 

 

 Ensure all learning is evaluated in this way --- the good practice model that underpins this way of 
managing learning is the Kirkpatrick Model of Evaluation (GOOGLE --- Kirkpatrick Model).  The 
Kirkpatrick principles can be applied to any business PLAN --- DO --- REVIEW scenario 
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01: BUSINESS 
STRATEGY 

02: LEARNING 
& 
DEVELOPMEN
T STRATEGY 

03: PEOPLE 
MANAGEMENT 
STRATEGY 

04: LEADERSHIP 
& 
MANAGEMENT 
STRATEGY 

05: 
MANAGEMEN
T 
EFFECTIVENES
S 

06: RECOGNITION & 
REWARD 

07: INVOLVEMENT & 
EMPOWERMENT 

08: LEARNING & 
DEVELOPMENT 

09: 
PERFORMANCE 
MEASUREMENT 

10: CONTINUOUS 
IMPROVEMENT 

The organisation 
has a vision / 
purpose, strategy 
and plan (1,2) 
 

People are involved 
in planning (4,5,6) 
 

Representative 
groups (where 
appropriate) are 
consulted when 
developing the 
plan (3) 

Learning 
priorities are 
clear and linked 
to the plan (2) 
 

Resources for 
learning and 
development 
are made 
available (1,3) 
 

The impact will 
be evaluated 
(4) 

People are 
encouraged to 
contribute ideas (1,5) 
 

There is equality of 
opportunity for 
development and 
support (2,3,4) 

Managers are 
clear about the 
capabilities they 
need to lead, 
manage and 
develop people 
(1,2) 
 

People know 
what effective 
managers should 
be doing (3) 

Managers are 
effective and 
can describe 
how they lead, 
manage and 
develop people 
(1,2,3,4) 

People believe they 
make a difference (2) 
 

People believe their 
contribution is valued 
(1,3) 

Ownership and 
responsibility is 
encouraged (1,3) 
 

People are involved in 
decision --- making (2) 

People’s learning and 
development needs are 
met (1,2,3) 

Investment in 
learning can be 
quantified (1,2) 
 

Impact can be 
demonstrated (3,4,5) 

Evaluation results in 
improvements to 
people strategies 
and management 
(1,2,3) 

Clear core values 
relate to vision and 
strategy 
(7,11,13,17,19,23, 
24) 
 

Key performance 
indicators are used 
to improve 
performance 
(9,15,21) 
 

Social responsibility 
is taken into 
account in the 
strategy 
(10,12,16,18,22, 25) 
 

People and 
stakeholders are 
involved in strategy 
development (8, 
14,20) 

The learning 
and 
development 
strategy builds 
capability (5,8, 
12) 
 

Plan take 
account of 
learning styles 
(10,15) 
 

People help 
make decisions 
about their 
own learning 
(9,13,14,16) 
 

Learning and 
development is 
innovative and 
flexible (6) 
 

There is a 
culture of 
continuous 
learning (7,11, 
17) 

The recruitment 
process is fair, 
efficient and 
effective 
(6,11,14,19,22, 27) 
 

A diverse, talented 
workforce is 
created 
(7,12,15,20,23, 28) 
 

A work-life balance 
strategy meets the 
needs of its people 
(*,13,16,21,24, 29) 
 

Constructive 
feedback is valued 
(9,17,25) 
 

The structure 
makes the most of 
people's talents 
(10,18,26) 

Leadership and 
management 
capabilities for 
now and the 
future are defined 
(4,9) 
 

Managers are 
helped to acquire 
these capabilities 
(5,6, 10,11) 
 

Leadership and 
management 
strategy link to 
business strategy, 
taking account of 
external good 
practice (7) 
 

Everyone is 
encouraged to 
develop 
leadership 
capabilities (8, 
12,13)  

Managers are 
role models of 
leadership, 
teamwork and 
knowledge 
sharing 
(5,6,7,9,10,13,1
4,15,16,17,20,2
2, 23) 
 

Coaching is 
part of the 
culture (8, 
12,19,25) 
 

People are 
helped to 
develop their 
careers (11,18) 
 

There is a 
culture of 
openness and 
trust (21,24) 

Reward and 
recognition strategies 
link to business 
strategy and are 
externally 
benchmarked 
(4,6,8,9,12,15, 18) 
 

Representative 
groups are consulted 
(where appropriate) 
(5, 14) 
 

What motivates 
people is understood 
(10, 16) 
 

Success is celebrated 
(11, 17) 
 

Benefits strategy goes 
beyond legal 
requirements (7) 
 

Colleagues' 
achievements are 
recognized (13,19) 

Effective consultation 
and involvement is part 
of the culture 
(4,6,7,12,13,17) 
 

People are supported 
and trusted to make 
decisions (9,15) 
 

Knowledge and 
information are shared 
(5,10,14) 
 

People are committed 
to success (16) 
 

There is a culture of 
continuous 
improvement (8, 11) 
 

People can challenge 
the way things work 
(18) 
 

There is a sense of 
ownership and pride in 
working for the 
organisation (19) 

Learning and 
development resources 
are used effectively 
(4,8,13) 
 

Learning is an everyday 
activity (11,18) 
 

Innovative and flexible 
approaches to learning 
and development are 
used (5,14) 
 

People are given the 
opportunity to achieve 
their full potential (9) 
 

All learning is valued and 
celebrated and is an 
everyday activity (6,10,17) 
 

Mentoring is used (7, 20) 
 

Personal development is 
supported (12,15,16,19) 

The contribution of 
people strategies is 
measured and 
evaluated (6,10) 
 

Impact on key 
performance 
indicators can be 
described (7) 
 

Performance 
improves as a result 
(11,13,14) 
 

Career prospects 
improve (12) 
 

Flexible and 
effective 
approaches to 
measuring return 
on investment are 
used (8) 
 

Return on 
investment in 
people is reported 
to stakeholders (9) 

Self review and 
information from 
external reviews 
are used (4,5, 10) 
 

Effective feedback 
methods are used 
to understand 
people's views on 
how they are 
managed (6,7, 
11,12) 
 

Internal and 
external 
benchmarking are 
used (8) 
 

People's views on 
how they are 
managed improves 
(9,13, 14) 
 

People believe it’s a 
great place to work 
(15) 
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Green  -assessed and Standard met 

 

Amber --- not assessed but evidence of approaches in place, which can be further developed
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