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You did it!

You’re at the standard level of our We invest in people accreditation.

Detailed feedback and recommendations inside…
•
•
•
•

What to be proud of
What to work on
Our recommendations
What’s next

Key dates
Accreditation date

12-Month meeting

24-month meeting

Accreditation expiry

22/07/22

22/07/23

22/07/24

22/07/25
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At a glance
The Alcohol and Drug Service (ADS) is a charity and a company limited by guarantee. The majority of
funding comes through contracts with statutory commissioners such as local authorities and the NHS, but
the organisation also receives valuable income from charitable grants and individual fundraising efforts,
which support many of their most innovative services. The organisation is governed by a Board of Trustees
and has been delivering drug and alcohol services for over 30 years. The ambition of the organisation is
stated within its vision statement: ‘The Alcohol & Drug Service aspires to be an organisation where the
services we offer are individually tailored, creative, innovative, of the highest quality and result in
the optimum outcome for each service user.’ The organisation currently employs around 95 people

supported by approximately 20 volunteers covering the East Riding and parts of South Yorkshire.
ADS was first recognised as an Investors in People organisation in July 2016. Evidence for this
review was gathered through a range of written documentation including: strategic plan 2021–
2024, annual business plan, annual delivery plan, workforce plan, career map training and
development policy, appraisal policy, supervision policy, notes from the workforce group,
governance structure, Quality Policy, flexible working policy, organisation chart, values and
culture, staff handbook, employee survey, work for us information, roles of peer mentors,
newsletters, and virtual interviews with 18 members of staff and volunteers.
The overall aim of ADS is documented within the mission statement: ‘The ADS will work in partnership
to support people affected by substance misuse to make positive change.’ To achieve this aim, the
senior team have developed a 4-year strategic plan, which details the five strategic priorities and
objectives. Staff spoke of the overall aims, which are shared with them as part of their induction process
with regular updates via emails, meetings, newsletters and bulletins. The culture of ADS states: ‘We
believe honesty underpins everything we do and is core to our culture and values.’ To achieve this
culture, five core values are in place and are embedded throughout the services provided. There is a
culture of trust and ownership in the organisation, and people gave examples of feeling empowered to
make decisions and act on them, in line with contract requirements/policies, etc. Through the appraisal
and supervision process, individuals receive regular ongoing feedback on their performance along with
discussing their development needs and career ambition. The career map is a useful tool providing clarity
on progression routes. Most staff do feel valued, but on occasion, the pay compared with others can make
some feel less valued and is described as often being the reason staff leave ADS; however, staff
acknowledged the benefits including generous holidays, Simplyhealth and enhanced sick pay. The structure
of ADS is developing as the organisation grows, securing additional funding to support the services required.
Some staff gave positive feedback about partnership working and working collaborative to avoid
duplication of effort. Learning and development are well supported by ADS and access to other training,
e.g. through the NHS. New qualifications have been introduced, which the training arm of ADS, Generis,
is delivering to internal staff plus other organisations including local council staff. Progression
opportunities are encouraged and many examples were provided from staff. Without doubt, there is a
continued focus on improvement using both internal and external sources. Staff spoke of the passion the
Chief Executive has for the organisation and the services provided, which encourages innovation and a
forward-thinking approach. The Chief Executive is very experienced in role and is aware of both the current
and future challenges for the organisation – this is primarily staffing, which is a priority focus for ADS.
Everyone interviewed as part of the Investors in People review spoke of ADS being a great organisation and
a great place to work.
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What to be proud of
•

Your people say they are most proud of the service ADS delivers and the impact this has on
individuals and society.

•

Your people find their work interesting and rewarding.

•

Your people have confidence and trust in the capabilities of the leadership to effectively lead the
organisation and continue to secure sustainable success.

•

Your people value the access to learning and development and the progression opportunities.

•

Your people believe the benefits offered are good, in particular the generous holiday entitlement,
Simplyhealth and enhanced sick pay.

•

Your people appreciate how supportive managers are with both personal and professional issues.

•

Your people spoke of feeling well supported throughout the pandemic.

•

Your people believe the appraisal and supervision process is really useful for feedback and
development.

•

Your people feel listened to.

What to work on
•

Some people believe the values could be referred to more.

•

On occasion, people believe that communication could be improved.

•

Your people are concerned over staffing shortages/turnover.

•

Your people believe that perhaps more cross-working/sharing of information in ADS could be useful.
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Congratulations on achieving
We invest in people accreditation!
You care about your people, and we know you’re ambitious to do even more for them.
Our feedback focuses on what you need to do to keep improving.

Our recommendations
We’ve considered who you are and where you’re at as an organisation. Our recommendations are
designed to get you where you want to be.

•

During the interviews, it was clear that, although staff believe that ADS is very much a valuesdriven organisation, many struggled to state what the values are and felt that more reference could
be made to them. This could be included within the appraisal and supervision process and within
newsletters/bulletins and in meetings.

•

On occasion, some people feel when working in partnerships that they are not always aware of
what is going on across the organisation in other services.

•

Your people are concerned over staffing shortages/turnover. Staff acknowledge that there is a
recruitment drive and hope that vacancies can be filled. Staff stated that individuals often use ADS
as a stepping stone to other jobs with higher pay and believe that this contributes to the turnover
of staff.

•

Your people believe that more cross-working/sharing of information in ADS could be useful. Some
people spoke of good teamworking and sharing of knowledge and information with their service
area but feel that more cross-sharing within ADS could be beneficial.
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What’s next?
When you’ve had a chance to read this report, we’ll explain your results in our feedback meeting.
WHO?
The meeting will include Hayley Allen, Tim Young and Jayne Brownlee.
WHEN?
The feedback meeting is scheduled for TBA.
WHERE?
We’ll meet virtually via zoom.
WHAT?
Together, we’ll…
• Discuss your result and our recommendations in detail.
• Brainstorm how to turn our recommendations into tangible activities.
• Develop an action plan, which we’ll be able to review 1 and 2 years on.

To keep your accreditation, you
need to:
•
•
•

Keep meeting (or exceed!) the requirements of your award.
Meet us 12 and 24 months down the line. We won’t be assessing you again, but it’ll give us the
chance to chat through your progress against your action plan.
Be reassessed no more than 3 years on from this assessment.

Don’t forget to celebrate!
Let your people know how you did. Reward them for their hard work and include them in the journey
you’re on.
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Assessment results
Your results by indicator
INDICATOR

THEME

LEADING AND
INSPIRING PEOPLE

Creating transparency and trust
Motivating people to deliver the
organisation’s objectives
Developing leadership capability

LIVING THE
ORGANISATION’S
VALUES AND
BEHAVIOURS

Operating in line with the values
Adopting the values
Living the values

Empowering people
Participating and collaborating
Making decisions
Setting objectives
MANAGING
Encouraging high performance
PERFORMANCE
Measuring and assessing performance
Designing an approach to recognition
RECOGNISING
and reward
AND REWARDING
Adopting a culture of recognition
HIGH
PERFORMANCE
Recognising and rewarding people
Designing roles
STRUCTURING WORK Creating autonomy in roles
Enabling collaborative working
Understanding people’s potential
BUILDING
Supporting learning and development
CAPABILITY
Deploying the right people at the
right time
Improving through internal and
external sources
DELIVERING
Creating a culture of continuous
CONTINUOUS
IMPROVEMENT
improvement
Encouraging innovation
Focusing on the future
CREATING
SUSTAINABLE
Embracing change
SUCCESS
Understanding the external context
EMPOWERING
AND INVOLVING
PEOPLE
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DEVELOPED

✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓
✓

We invest in people

Survey highlights
Your overall survey score

Who took the survey?
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Your survey results by indicator
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What your people told us
Leading
‘Induction was brilliant – it was around 3 months. We shadow all services and the booklet guided
you.’ ‘I think I’ve seen the values; not sure.’ ‘Managers are all brilliant so supportive.’ ‘The main
induction was good. Could have been a little better planned in the office – just felt a bit drawn
out.’ ‘The CEO is passionate about the service. I find that refreshing.’ ‘We usually have an annual
away day but not heard anything this year yet.’ ‘Everyone is so friendly and helpful.’ ‘The
direction of the service is very clear.’ ‘The strategic plan has been communicated”.

LEADING AND INSPIRING PEOPLE

Leaders do provide clarity around the organisation’s purpose, vision and objectives as part of the
organisation’s mission and vision statement and through the strategic planning process. The plan
references and aligns ADS to the 10-year national drug strategy with significant additional funds available
to provide the services required. A 4-year strategic plan was shared as evidence for this indicator along
with an annual business plan for 2022/23 and annual delivery plan and workforce development plan. A
flow chart in the annual plan sets the direction, priorities and success criteria. The plan is reviewed at
each Board meeting and is shared with staff through meetings, newsletters and bulletins from the Chief
Executive. Within teams, staff spoke of the objectives of their service, which are discussed as part of team
meetings. The survey results confirmed that almost 70% of people believe that management communicates
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the organisation’s ambition, and this result aligns very much with the feedback through interviews. On
occasion, staff feel aware of their service but can feel a little disconnected with the wider ambition of
ADS. Almost 80% of staff in the survey strongly agreed or agreed that they trust the leaders of the
organisation. In interviews, everyone spoke of having confidence and trust in the leadership’s capability
and spoke of the passion and dedication the Chief Executive has for the service. Line managers are clear
about what is expected of them to lead, manage and develop their people effectively. Job descriptions
are in place along with details of management responsibility in policies, e.g. appraisal policy. Staff spoke
of the training available to support management development including ILM qualifications. Staff gave
positive feedback about their line managers, saying they were very supportive and accessible. In the ADS
latest staff survey, almost 90% of respondents strongly agreed or agreed that their line manager provided
strong leadership.

ADS has five core values that underpin the way everyone is expected to work and deliver services. These
are: honesty, diversity, being service user and carer focused, effective and caring. Staff are recruited with
values that match those of the ADS. Within the strategic plan, strategic objective 4 lists actions to be
taken to support excellence in the workforce: ‘recruit a workforce who shares ADS values’. During
induction, the mission, vision and values are discussed. The survey confirmed that over 80% of staff believe
that the values of the organisation guide the way in which they work. Almost 90% of staff completing the
Investors in People survey confirmed that they share the organisation’s values. Within your own staff
survey, 96% of staff confirmed that the mission and values are clear and they have a good understanding
of them. In interviews with staff, some could provide examples of the values and how they affect the way
they work, e.g. honesty, with both clients and colleagues. Others said they weren’t sure if they had seen
the values and felt that perhaps more reference could be made to them.
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Staff confirmed that they have access to the knowledge and information they need to do their job well.
Staff gave examples of a thorough induction into ADS, with training provided along with shadowing. A staff
handbook is issued, and staff have access to policies and procedures via the intranet; however, some staff
weren’t sure if this was still operational. The Investors in People survey confirmed the staff feedback, with
over 80% agreeing or strongly agreeing that they have all the information they need to do their job well.
Staff newer to the organisation spoke of how friendly and helpful people are and how they feel able to ask
for information, advice and guidance at any time to help with their job. Staff working in partnerships with
others, e.g. the NHS, also confirmed that they received the right training and information to do their job
well. Examples of a works/employee forum were discussed in the review. Representatives from across the
organisation meet regularly with the Chief Executive and this provides a forum to be consulted about
decisions that have an impact on staff and also to put forward ideas/issues. During discussions, it was
evidence that not all staff were aware of this forum. Staff spoke of feeling trusted to make decisions
appropriate to their role and within the guidelines of their contract. This again was confirmed in the
Investors in People survey with over 80% of staff strongly agreeing or agreeing that they are trusted to
make decisions in their role.
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Supporting
‘I have monthly supervisions. It’s really useful.’ ‘I do feel valued. I feel like I’m making a
difference.’ ‘The shoutouts are good – they make you feel appreciated too.’ ‘Appraisals are good.
They are every 6 months and there are regular supervisions, but you can also arrange extra
supervision if you feel you need it.’ ‘The annual awards are good. I think they’re a good employer.’
‘We got extra holiday in recognition of working through Covid – that was nice.’

MANAGING PERFORMANCE

People at ADS are clear as to what is expected of them in their role. Staff spoke of an annual appraisal
along with a mid-year review during which objectives are agreed with their line manager. Regular
supervisions also take place, which staff confirmed they value. Through appraisals and supervisions, staff
receive constructive feedback on their performance and contribution to their team/service. Line managers
invest time in managing performance and ensure that people understand the performance process. Staff
spoke of the regularity of supervisions being every 4–6 weeks, but also, at any time that someone felt they
wanted a supervision, they can have time with their line manager. Staff spoke of the appraisal and
supervision process being supportive and an opportunity to discuss what is working well and what isn’t
along with progression/development conversations. From the Investors in People survey results, 86% of
staff agreed or strongly agreed that they have discussed their performance with their manager in the last
6 months.
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This indicator scored the lowest overall on the Investors in People survey results; however, in the
Investors in People interviews, people spoke of feeling valued and recognised for the work they do.
People are motivated by the difference they make to people’s lives through the service provided
and people are proud of this. Staff gave examples of why they believe ADS is a good employer;
these included flexible working, generous holiday entitlement, enhanced sick pay, Simplyhealth,
and opportunities for development and progression. The pay does make some people feel
undervalued; however, staff acknowledge that ADS is a charity and has other benefits. Staff spoke
of positive feedback and praise through appraisals, supervisions and on an ad hoc basis from line
managers, which makes individuals feel recognised for their work. Examples of ‘shoutouts’ were
also given when people can give thanks or praise to someone who has gone over and above. Annual
awards were also discussed in which people are recognised and acknowledged. Within the annual
workforce development plan, the ADS reward strategy is detailed. The plan states that ‘ADS
recognise that it is right and proper that its workforce receive appropriate reward for their work
and is committed to regular reviews of its rewards strategy and to updating it where appropriate.’
The strategy includes annual cost-of-living appraisal, a loyalty scheme providing additional annual
leave linked to length of service, and other benefits including an attractive pension scheme,
personal accident protection and a tax-free death in service benefit.
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ADS is structured to deliver the organisation’s ambitions. The organisation structure is documented and
shared with people through induction. Job roles are clearly defined, and staff spoke of having job
descriptions that are clear and identify accountability specific to each role. Within teams and partnerships,
staff confirmed that it was clear how roles enable people to work together to deliver the service. Examples
of policies were provided as evidence that also detail responsibilities of individuals and managers. The
career map makes it clear what individuals would need to do to progress in the organisation. Teamwork
within team/services was said to be very good. Staff felt cross-team working with other ADS services was
quite limited; however, some staff said this could be beneficial while others said it was really beneficial.
Over 80% of staff agreed with the survey statement ‘My role enables me to work well with others.’ Over
84% of staff agreed or strongly agreed with the statement ‘I have the right level of responsibility to do my
job’ and this was also reflected during interviews. Staff spoke of really enjoying their job and finding the
work interesting, which is what attracted many to join and remain working at ADS. The Investors in People
survey results confirmed that over 84% of staff agreed or strongly agreed with the statement ‘My work in
interesting.’
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Improving
‘The training is good – the more I know, the more I can give to clients.’ ‘Ideas are listened to.’ ‘I’ve
got a detailed job description.’ ‘The recruitment process was good as well as the induction. A lot
was virtual because of Covid but that worked ok.’ ‘I can definitely raise any issues or ideas to my
line manager.’ ‘The career map is good.’ ‘It’s a great place to work – they care about you.’ ‘I love
my job.’

Staff described how one of the great benefits of working for ADS is the development and progression
opportunities, which are now clearly defined within the career map. Through the appraisal and supervision
process all staff have the opportunity to discuss their learning and development needs along with career
aspirations. Development advice and guidance are available directly from line managers and HR. Many
examples of individuals progressing were given throughout the Investors in People review. Staff spoke of
mandatory training and refreshers that are provided by ADS, along with access to other training offered
by Generis and other partners, e.g. the NHS. Formal qualifications were also discussed along with policies
related to study leave to enable staff to access further development. Staff described the recruitment and
selection process as straightforward and timely. Throughout Covid, interviews have been carried out
virtually, but staff believed these worked well. Vacancies are advertised internally and externally. Within
the culture and values document, what individuals should expect from ADS is described, and within this
there is a section on learning and development stating that everyone should have access to regular
appraisals and a personal development plan. The Investors in People survey results were very positive with
over 80% of people strongly agreeing or agreeing with the statements ‘My manager thinks it is important
that I develop my skills’ and ‘I have opportunities to learn at work.’
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There is a focus on continuous improvement throughout the organisation. ADS operates a quality
management system that has gained BS EN ISO 9001 certification, including aspects of the delivery
of services for substance misusers and carers. Within the Quality Policy, the management
commitment to continually improving the effectiveness of the quality management system is
documented. The organisation has developed a detailed governance system, which details the
responsibility of each group including the Board, Executive team, senior governance group, practice
forum, social work and safeguarding group, training group, quality group, and health and safety.
ADS uses feedback from both internal and external sources to drive improvement including external
assessments and internal reviews/audits. Training provided by Generis and/or other providers is
evaluated. People provided positive feedback throughout the review regarding the learning and
development they had received and the impact it has on the service delivered. Staff also spoke of
how learning and development and qualifications achieved had assisted in progression through ADS.
Several examples were provided where staff contributed to improve their performance and/or ways
of working, including: the employee forum, team meetings, staff surveys, appraisals and
supervisions, and conversations with line managers and colleagues on an ad hoc basis. People said
they feel listened to, and that ideas and innovation are actively encouraged. The strategic plan
aims to build on the organisation’s achievements and states the aim as ‘Delivering quality and
innovation’. Within the Investors in People survey, almost 80% of staff confirmed that they are
encouraged to improve the way they do things, and almost 85% strongly agreed or agreed that they
look for improvement ideas from their colleagues.
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The strategic plan demonstrates that the organisation has a focus on the future and is responsive to change.
Leaders are very experienced in role and in the sector, and have a very clear understanding of the external
environment and the impact this has on the organisation. The strategy is in line with the national 10-year
drugs strategy. Leaders are without doubt clear about the stakeholders, and key decisions take into
account a range of views and policy. The key challenge for the organisation is recruiting and developing a
workforce able to deliver the increasing demand for services. Future priorities are communicated in a
number of ways, including: the annual conference, meetings, newsletters and bulletins. Staff gave
examples of how change, when it happens, it is communicated in a timely manner and is transparent across
the organisation. Throughout the pandemic, staff were well informed via email and phone. Updates on
guidance were shared regularly. Staff working in partnerships with others, e.g. the NHS, also received
their updates and guidance, which staff continue to follow. Staff felt well supported with risk assessments
to protect individuals who needed to shield. People who were interviewed as part of the Investors in People
review spoke of the organisation being a great place to work and were proud of the difference they made
to so many people’s lives. Almost 70% of respondents to the survey agreed or strongly agreed with the
statement ‘My organisation is a great place to work.’ Overall, 100% of respondents somewhat agreed,
agreed or strongly agreed with the statement ‘My organisation has a positive impact on society.’
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Want to get in touch?
info@investorsinpeople.com
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