
2025 STAFF SURVEY 
Feedback and action plan 
At Alliance for Better Care, we’re committed to listening, learning and growing
together. Your feedback helps us understand what’s working and where we can
do better.

This year, 25.7% of staff completed the survey, up from 20.5% last year. Most
respondents (64%) have been with us for over two years, offering thoughtful
insights from across the team.

We’re really proud that 89% feel enthusiastic about their job and 82% look
forward to coming to work. We also heard concerns around pay, performance
reviews and wellbeing. This report shares how we’re responding.

Thank you for being part of the journey and helping shape the future of ABC.
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93 people responded (up from 90 last year)

82%
felt enthusiastic about their job 89%
said they look forward to coming to work (up from 78% last year) 

89% believe their role makes a difference to patients/service users

89% said they felt valued by their team

84% said they felt satisfied with the opportunities at ABC for flexible
working



Pay

allianceforbettercare.org/staff-survey-2023/

are satisfied with staff benefits 

What we have in place:
Clearly defined and transparent pay structure with an associated pay policy,
including incremental progression. 
Pay policy outlining the criteria for moving up pay points. 
New appraisal policy supported by HR monitoring to ensure appraisals are
completed and linked to pay progression. 
Access to NHS pension and national discounts.

What's next?
Cost of living increase to central/clinical pay scale, backdated to April 2025.  
Increase the increments in bands 4, 7, 8 and 9 of the ABC pay scale to allow
for more staff progression as well as better alignment with AFC and external
benchmarking. 
Increase staff awareness and understanding of the pay policy and how
incremental progression works. 
Maintain robust appraisal processes to support and enable pay progression. 
Develop simple guidance/ FAQs on the pay policy and progression routes
(including clinical pathways) to support transparency. 
Benchmark pay bands annually both internally and externally. 

48% compared to last year+6%
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What we have in place:
A new appraisal cycle aligned to business objectives, helping staff see how
their work contributes to wider organisational goals. 
A refreshed appraisal template that supports reflection, forward-planning, and
development conversations. 
A new HR system with strong reporting functions that allow us to track
completion rates, identify gaps, and record employee skills that may not be
used in their current roles. 
HR support available to troubleshoot issues, provide templates, and reinforce
expectations. 
A process in place for linking appraisal outcomes to other areas like pay
progression, development goals, and training. 

Performance Review

compared to last year+9%of staff said they were satisfied
with the appraisal process57%
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Room for improvement 
“Appraisal. Discussion about the service we deliver and
reflection of this with colleagues and managers to discuss
how best to deliver the service in the future” 
“There aren’t many job progressions beyond certain roles”
“The suggestion of frequency of 1-to-1 support is right, but I
have not found this actually happens”



What's next?
Continued organisational push to ensure 100% appraisal completion, with
regular reporting and follow-up for missed reviews. 
Further line manager training to build confidence in holding meaningful, two-
way appraisal conversations. 
Creation of a feedback survey, where staff can reflect on whether appraisals
feel useful and developmental not just a tick-box exercise. 
Further review of how we can make more effective use of PDPs and ensure
development needs identified in appraisals are actioned and supported. 
Use skills reporting and workforce planning to support development and
progression into other clinical areas where possible. 
Introduce consistent tracking of 1:1 meetings across teams to ensure they’re
happening regularly and meaningfully.

Performance Review
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Health and wellbeing 

 What we have in place: 
Access to Employee Assistance Programme (EAP) for mental health support. 
Flexible working policies to support work-life balance. 
Annual leave and special leave policies in place, including support for carers
and emergency leave. 
Regular 1:1s and appraisals intended to include wellbeing check-ins. 
Promotion of national wellbeing campaigns (e.g. Mental Health Awareness
Week). 
Staff well-being day. 

What’s next?
Wellbeing leave – each fixed-term and permanent employee will be entitled to
one day of wellbeing leave per annual leave year. 
Closer monitoring of staff overtime to reduce the amount of additional hours
worked. 
Raise awareness of wellbeing resources and ensure they’re easily accessible
across the organisation. 
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work between 6–10 hours per week17%
34% work up to 5 extra hours a week

2% work 11 hours or more per week

Just over half of respondents said they regularly work unpaid hours.

Open feedback included requests for dedicated mental health days 



“It is so refreshing to work for a company
who seems so passionate and dedicated

to everything it does”

“I have great job satisfaction and feel
valued with the ABC organisation”

allianceforbettercare.org

“I like the culture of and enjoy the teams
and colleagues that I work with at ABC”

“ABC invest in people and always find
solutions to support staff”

“Staff are friendly, caring and
professional. They are hard working and

really do want to make a difference”


