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01.Introduction

1.1 Context

The Road Safety Authority (RSA) are the leading voice for road safety in Ireland, with a mission to make Irish roads safer for everyone. In order to demonstrate a commitment to
supporting their workforce to realise their full potential, the Road Safety Authority (RSA) developed its ‘One RSA — Our RSA’ People Strategy 2023-2025. This was developed to
complement the Corporate Plan, outlining the approach it would take to achieve all people-related objectives. The People Strategy demonstrates a commitment by the RSA to
achieve a strong and positive workplace culture; one which promotes well-being, inclusivity and engagement whilst aligning closely to the organisation's overall strategy.

The RSA People Strategy places focus on three pillars — which each have specific goals and objectives and these are: ‘People’, ‘Development’ and ‘Culture’. The first action
identified to support the third pillar ‘Culture’ was to “Establish a current view of organisational culture which can be used as a baseline to measure the impact of strategic
objectives”. In September 2023, the RSA engaged KPMG to conduct an Organisational Culture Review with a targeted completion date of December 2023.

1.2 Purpose of this document

The purpose of this document is to present a summary of the approach to and findings of the Road Safety Authority’s organisational culture review.

1.3 Legal considerations

This report and the information contained herein (the Information”) has been produced by KPMG on behalf of the Road Safety Authority (“RSA”) and has been produced solely
for the use and benefit of the RSA and cannot be relied on or distributed, in whole or in part, in any format by any other party. The Information is accurate only as of 17 January
2024, the date it was first presented to the RSA Project Manager, and we cannot provide any guarantee of assurance that it will continue to be accurate in the future. This Final
Report is dated 17 January 2024 as it was first presented to the RSA Project Manager on this date. KPMG accepts no liability for and has not undertaken work in respect of any
event subsequent to that date which may affect the report.

The Information has been provided solely for the benefit of the parties identified in the engagement letter 23 March 2023 and are not to be copied, quoted, or referred to in whole
or in part without KPMG's prior written consent.

Responsibility for the security of any electronic distribution of the Information remains the responsibility of the RSA and KPMG accepts no liability if the Information is or has been
altered in any way by any person.

Please note that the survey data referenced in the information was based on the input by RSA employees directly into the Denison tool and the outputs have been provided
directly to KPMG from Denison. KPMG have not sought to independently verify those sources unless otherwise noted within the in this pack.

The role of Denison in this engagement was limited to the provision of their Culture Survey Tool to the RSA participants, and they did not operate in an advisory capacity to
support with interpretation or communication of the results or findings of the survey.

KPMG |



01.Introduction

1.4 The RSA results in context

The RSA as a public service body, is impacted more than most organisations by the external environment in which it operates. In order to add context to the results documented in this
report, it is important to appreciate the context and environment within which the RSA works, as there are a range of external factors that will impact people; both RSA employees and
customers. A ‘Political, Economic, Social, Technological, Legal and Environmental’ (PESTLE) analysis is a commonly used framework to conduct this assessment and it should be
reviewed regularly as part of any planned activities undertaken by the RSA in the employee space.

Ireland Economy. Politics and GDP Growth Summary - The Economist Intelligence Unit (eiu.com)
Ukrainian Driving Licenses Information- [lopadu 0ns ykpaitHcbkux eodiig (rsa.ie)

gov - Brexit and Transport - what you need to know (www.gov.ie)

Ireland 2023: The Year in Numbers - Central Statistics Office

Public Service Agreement 2024- 2026 281869 83d6e1fd-0d09-47f9-bfab-80845b01d71f.pdf

national-skills-bulletin-2023.pdf (solas.ie)
2023-10-05_housing-affordability-for-private-household-buyers-in-ireland_en.pdf (oireachtas.ie)
HOUSING AFFORDABILITY: IRELAND IN A CROSS-COUNTRY CONTEXT (estri.ie)

HR practices in Ireland 2023: Survey report (cipd.org)

SIS
© N>

The Irish political environment is somewhat stable,
however the current coalition may not see its full term
(Feb 2025) and opposition parties are strong in recent
opinion polls(".

There is a great deal of departmental oversight into the
RSA. This means that agenda/priorities may change
based on other policy or societal priorities present.
Agility is important for the RSA.

Conflicting priorities for different government parties
may result in a lack of co-ordinated responses to road
safety challenges i.e. funding/resources, and a
conservative approach to allocating budget.

International political unrest e.g. Ukraine, has impacted
BAU in the RSA e.g. issuance of licenses / Certificates
of Professional Competence, resulting in unanticipated
effort outside of BAU and planned projects .

The ongoing impact and nuances of Brexit should be
monitored by the RSA which may similarly influence
Licensing / Certificates of Professional Competence ).

Work underway by the Department of Transport
regarding the “Road Safety Authority Act 2006” could
impact how data is shared with other agencies.

The Irish economy remains strong with the Modified
Domestic Demand measure unchanged in Q3 2023.
The estimated labour market participation rate for
persons aged 15 and over in Q3 2023 was 65.8%, the
highest rate recorded since Q3 2008,

Over the course of 2023, the Consumer Price Index
(CPI) fell from 8.5% in February to 3.9% in November.
However, cost of living concerns remain high for
employees following the consistently high inflation rates
~7% observed throughout 2022 “).

The Public Sector Pay Deal will help alleviate some of
the cost of living concerns for employees, however,
salary band limitations will continue to make it difficult
for Public Services Organisations to compete for
specialist skills in the market given the strong job
market throughout the country (4)6)®),

There is currently a housing crisis, with demand
outstripping supply, causing affordability issues
especially in the Greater Dublin Area @), This might
impact any future plans urging staff back to the office
full time and remains a factor in employee
compensation.

COVID-19 changed the way we work and hybrid/flexible
work arrangements have become the norm. In many
organisations, culture is in need of a reset in 2023, and
greater focus is due to be placed on the employee
experience, use of social gatherings and anchor days
as tools to address this ©).

There is currently a growing Irish population. The
number of immigrants, or those entering the State in the
year to April 2023, was estimated to have grown by
31% from 107,800 in 2022 to 141,600 in 2023. This
trend may impact the demand for RSA services and the
nature of the services demanded ©.

Staff wellbeing, DEI and ESG are no longer “nice to
haves” and employees expect their employers to have
strong policies and practices in place and organisations
must be prepared to be flexible to retain staff .

90% of businesses are facing skills shortages, up from
85% reported last vyear, for skills related to
operations/frontline, IT, Project Management and
Finance. Across all sectors, the Public sector in Ireland
reported the second highest skill shortage levels in the
last 12 months at 40% ©).

KPMG



https://www.solas.ie/f/70398/x/2b3fd7d856/national-skills-bulletin-2023.pdf
https://data.oireachtas.ie/ie/oireachtas/parliamentaryBudgetOffice/2023/2023-10-05_housing-affordability-for-private-household-buyers-in-ireland_en.pdf
https://www.esri.ie/system/files/publications/RS164.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-hr-practices-ireland-report-8238.pdf
https://country.eiu.com/ireland
https://www.rsa.ie/services/alerts/advice-for-ukrainian-drivers
https://www.gov.ie/en/publication/a09c0f-brexit/#certificates-of-professional-competence
https://www.cso.ie/en/releasesandpublications/ep/p-yin/ireland2023theyearinnumbers/
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ov - Connecting Government 2030: A Digital and ICT Strategy for Ireland’s Public Service (www.gov.ie) 17.

]
10. gov - A . . g
11.  Digitalisation trends for 2023 - Customer experience - KPMG Ireland 18.
12. ov - Harnessing Digital - The Digital Ireland Framework (www.gov.ie, 19.
] 13.  gov - Data Strateqy 2024 (www.gov.ie)
14

A quick guide to the CSRD - Sustainability reporting - KPMG Ireland

. National Data Infrastructure Champions Group - CSO - Central Statistics Office 20.
15.  Future of work - Al - Artificial Intelligence - KPMG Ireland
Blended Working Policy Framework for Civil Service Organisations (www.gov.ie) 21.

Technological

22.

gov - Data Protection and the General Data Protection Regulation (GDPR) (www.gov.ie)

gov - Ireland’s new Sustainable Mobility Policy is a Priority in our Climate and Energy Use Plans For the Future
(www.gov.ie)

(PDF) Challenges Caused by Increased Use of E-Powered Personal Mobility Vehicles in European Cities
(researchgate.net)

Powered personal transportation (rsa.ie)

https.//www.qov.ie/en/campaigns/2f87c-climate-action-plan-2021
gov - National Development Plan 2021-2030 (www.qgov.ie)

5, o

Ongoing advances in technology have provided
opportunities to deliver services in a more integrated,
digital and user friendly way (19, People no longer want
to travel to collect licences or fill out documents in
person and customers expect to be able to self serve
digitally ("),

Movement towards a Digital Government, connecting
policy makers, people and businesses, will influence
how the RSA operates (10(12),

Changes to the National Data Infrastructure policy may
impact how the RSA can access and share data (13)(14),

The RSA service delivery model is being transformed
through a digital first strategy. An outcome of this will be
the creation of capacity which can be re-allocated to
other strategic priorities. However, the RSA will need to
ensure accessibility of any offerings ensuring inclusivity
across all demographics.

Utilising automation and Al will likely enable the

development of other efficiency solutions in the future
(15),

The RSA will have to comply with the Civil Service
Blended Working Policy Framework which aims to
enable increased levels of remote working in the public
sector (16),

The RSA is a unionised environment and unions must
be consulted on recruitment plans, particularly those
related to specialist roles which are not sourced from
panels.

The RSA utilise Office of Government Procurement
(OGP) resourcing frameworks in order to procure
people related services (e.g. training). This will
necessitate ongoing robust contract management.

In line with new government directives, the RSA has
made a commitment to report on standards included in
the Corporate Sustainability Reporting Directive, such
as inclusivity, gender pay gaps and other ESG
(Environment, Social and Governance) metrics. This
emphasises RSA’s awareness and commitment to the

ESG and the SDG’s (Sustainable Development Goals)
(7).

The RSA will have to continuously monitor evolving
Data Protection requirements to ensure adherence (8),

Ireland is committed to transitioning to a resilient,
biodiversity rich, environmentally sustainable, and
climate neutral economy. Growing concern regarding
climate change and carbon footprints will influence
mobility behaviours — less people may chose to drive
cars in the future (19,

Consumer preference for climate-friendly transport
options continued strongly in 2023 with the data
indicating that almost half (45%) of all new private cars
licensed were electric, plug-in hybrid, or hybrid, up to
October 2023 “). The Government has committed to
increasing Ireland’s electric vehicle fleet and improving
required infrastructure.

The unprecedented increase in the use of powered
personal transporters and mechanically propelled
vehicles will continue to result in new policy and
operational challenges for the RSA (2021,

The RSA has made a number of commitments to
meaningful change in terms of climate change initiatives
that align with guiding policy documents such as the
government’'s Climate Action Plan 2021 and the
National Development Plan 2021-2030 (22)(23),



https://www.gov.ie/en/publication/136b9-connecting-government-2030-a-digital-and-ict-strategy-for-irelands-public-service/
https://kpmg.com/ie/en/home/insights/2023/01/digitalisation-trends-2023.html
https://www.gov.ie/en/publication/adf42-harnessing-digital-the-digital-ireland-framework/
https://www.gov.ie/en/publication/215d9-data-strategy-2024/
https://www.cso.ie/en/aboutus/lgdp/cgt/ocg/csogroups/nationaldatainfrastructurechampionsgroup/
https://kpmg.com/ie/en/home/insights/2024/01/future-of-work-consulting.html?cid=PostBeyond%01Shaping+the+workforce+of+the+future+with+AI+-+read+our+insights%7CLinkedIn
https://www.gov.ie/en/publication/da010-blended-working-policy-framework-for-civil-service-organisations/
https://kpmg.com/ie/en/home/insights/2023/05/csrd-corporate-sustainability-reporting-directive-esg.html
https://www.gov.ie/en/organisation-information/26c38c-data-protection-and-the-general-data-protection-regulation-gdpr/
https://www.gov.ie/en/press-release/dd807-irelands-new-sustainable-mobility-policy-is-a-priority-in-our-climate-and-energy-use-plans-for-the-future/
https://www.gov.ie/en/press-release/dd807-irelands-new-sustainable-mobility-policy-is-a-priority-in-our-climate-and-energy-use-plans-for-the-future/
https://www.rsa.ie/road-safety/road-users/special-purpose-vehicles/powered-personal-transportation
https://www.gov.ie/en/campaigns/2f87c-climate-action-plan-2021
https://www.gov.ie/en/publication/774e2-national-development-plan-2021-2030/




02.Executive Summary

2.1 Executive Summary Overview
In September 2023, the RSA conducted an Organisational Culture Review

In 2023 the RSA made a commitment as part of their Corporate Plan and
People Strategy to build an engaging and inclusive culture that places
equality, diversity and wellbeing at the forefront.

Approach

The Denison Culture Survey Tool was selected to assess the RSA’s Culture.
The tool consists of 48 questions, and rates culture across 4 areas: Mission,
Adaptability, Involvement and Consistency.

Data Gathering: A desktop analysis was undertaken, a culture assessment
completed, focus groups delivered and the Corporate Leadership Team (CLT)
engaged, in order to develop a view of the RSA’s culture.

Data Analysis: A full thematic analysis of all collated data was conducted in
order to identify key themes.

Recommendations: Recommendations were developed and aligned to the
RSA’s Corporate Plan.

Results

1. Denison Culture Survey: The Denison survey results indicated that the
RSA, as an organisation, is more stable than flexible and that there is a
general balance between its focus on internal operations and its ability to
meet the demands of the external environment. The RSA’s staff appear to
have a clear understanding of customer wants and needs, and they
have an understanding on the strategic direction of the organisation.

Focus group results: Insights included the fact that the staff at the RSA
are hardworking and passionate about reducing road deaths. Again, there
was a sense of understanding of what customers need, however
sometimes workload was perceived to be a barrier to focus on this.

Thematic Analysis: Based on the analysis of results and insights — 8 key
themes emerged, these are listed to the right-hand side.
Recommendations were developed based on these themes and were
aligned to the organisation’s Corporate plan.

Recommendations

1. Following analysis, 41 actions were
recommended and these were grouped
across the 8 key themes (listed to the right).
These were based on the survey results,
focus group outputs and the CLT session
insights. Implementation of these

recommendations should help to build a more
engaging and inclusive culture in the RSA.

Each recommended action was categorised in
terms of the time, effort, value & external
support required to implement (across the
short, medium and longer term). Quick wins
have also been identified.

Conclusion

The main opportunities identified to support the
development of an engaging and inclusive
culture were; to reconnect staff to the RSA’s
vision and values, address staff shortages and
burn out, support the development of
management and leadership capabilities, provide
staff with the time to upskill and train, to further

improve the customer experience by enhancing
customer satisfaction and service in every
interaction, and encouraging teamwork and
bonding to boost morale.

Going forward, the RSA should continue to focus
on transparency, listening, recognising the
employee’s voice and implementing specific
interventions which will make a positive impact
on culture development.

Leadership &
Management

RSA’s Vision

RSA’s Values

Key Theme Sample Recommended Actions

Continue to build leadership capacity and
capability development through coaching,
mentoring and development, expand on this to
include innovation training.

Build staff awareness about the Vision Zero
Strategy. Reinstate the difference between the
strategy and the RSA’s mission and vision.

Ensure resourcing needs are met in order to
provide for and meet customer demands and
needs.

Develop a robust change management
approach, including communications to ensure
all staff are aware and informed of incoming
changes. Ensure that staff are considered at
the start of a project. Improve culture of
seeking staff views and integrate the customer
voice to drive change, ahead of implementing
changes

Values Re-Run: Values Week, leverage the
newsletter to highlight those living the values,
discussion at yearly reviews and recognising
employee behaviour alignment to the values.

Increase knowledge sharing, the newsletter

(ofo][E:1 LIV i[s[IR- W could be leveraged to share "what's my role" to
Teamwork

Staff
Development

highlight what is being done across the
organisation.

Introduce employee recognition awards in
teams e.g. praise box / sound hour or similar.

Provide time for training for all staff. Ensure
this is a priority from the Top-Down.
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03. Approach and Methodology

3.1 Approach
This project was delivered over five distinct stages, as illustrated below;

. . . Recommendations
a Engage e Desktop Analysis e Employee Culture Review ° Root Cause Analysis e and|Report
L Weeks13 | Weeks47 Week 8-9 | Week10-12

Project Set up Outputs Outputs Outputs

Inputs |
1
Project set-up & i Collation of results
kick-off meeting Thematic RSA questions Insights
Findings Employee Findings Gap Analysis

Employee i

Engagement Responses i Recommendations
1

1. Project kick off with the 1. Desktop Analysis completed, inclusive of 1. The Denison survey comprised of 48 1. A number of Root Cause Analysis 1. Recommendations
Project team and key all relevant employee and culture standard questions. The RSA also selected a (RCA) focus groups were delivered, developed by KPMG and
stakeholders. documents, and any surveys and number of additional questions. with circa 13% of staff, to further presented to RSA for

2. Culture  Assessment research that were undertaken by the 2. The Denison Organisational Culture Survey understand the results. There was on review.
tool options discussed. RSA. This would help to inform design of (DOCS) was distributed online via a link to all average 16 participants in each 2. A report summarising the
Denison Tool selected, the culture survey questions and focus employees. Approximate time to complete session. Employees volunteered to findings and
as aligned to RSA'’s group sessions. the survey would be 15-20 minutes. attend the sessions and the project recommendations was
requirements. sponsor ensured that representation compiled, presented then

3. Project Plan developed from across the organisation was handed over to Project
and signed off. achieved. Sponsor.

P ]
Q
e |/ Stakeholder engagement v'Understanding of culture position & challenges || , o tailored online survey v'Deeper employee insights through v'Final report
v Agree timeline & v'Review of relevant employee culture /Deep employee insights through the survey qualitative Root Cause Analysis focus v Key recolmmendations for
deliverables documents groups leadership

EHZE | 10
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3.2 Project Plan
The following outlines the project plan that was used to manage the project. Updates were given weekly to the RSA project team to update on progress being
made and it is note worthy that all milestones were successfully met throughout delivery of the project.

- RSA Ownership
- KPMG Ownership

Present
Results

Project Project Management

Team Kick - * |

Off Desktop analysis Survey Live
Survey Survey

— Confirm Launch Close e
Ij'lr]:allse Tool to be I S Final report
info on used Design Focus

tools
Set up Groups
1 1

weekly Survey Survey
Share

status Development Finalised . ; ;
reports Overall Analysis and develop final report/recommendations Recommen
dations

Conduct Focus Groups

Culture Review
Activities

Final

Develop Comms Update to Session with Survey EE Reminder

Plan CLT / SMT Directors Launch reminders

EE FAQ
Development
AP FAQ .
Development Organise Focus Groups

Email to
employees

Communications

CLT Update CLT Update CLT Update CLT Update CLT Update CLT Update

c
o)
£
o)
(o)
@
(o)
<

LLl

|_

il

O

© 2024 KPMG, an Irish partnership and a member firm of the KPMG global organisation of independent member firms affiliated with Document Classification: KPMG Public | 1 1
KPMG International Limited, a private English company limited by guarantee. All rights reserved.



03. Approach and Methodology

3.3 Data Sources

Several sources were used to gather information about the culture of the RSA. These included the following.
3.3.1 A desktop Analysis

The desktop analysis focused on an analysis of relevant RSA documentation, inclusive of all relevant employee and culture documents. The purpose of the desktop analysis was to
build an understanding of the RSA’s current culture position and any challenges/gaps being faced — which would then help support the design of survey questions and focus group
content and to inform the development of suitable recommendations. A review of the following documents was undertaken:

» People Strategy (2024 — 2026)..,,@,,,, + Corporate Plan 2022 — 2025

Documers

« Our Values — Behaviour Library il ¢ www.rsa.ie

Presergat

+ RSA Gender Pay Gap Reporting Dec 2023 ,..,.,.,.,. + Blended working Review 2023

Document:

Approach

A three step approach was undertaken to conduct this desktop Step 1 Step 2 Step3

analysis. General research info the RS54 as Rewview client Summary of key insights
an organisation and documentafion specific to gathered from the deskiop

» Firstly, general research was undertaken into the RSA, its its stakeholders Cuiture research

structure. and relevant stakeholders. The purpose of this was to
help develop a view of the organisation — as a basis on which to
deliver this project.

» Step Two, was a more detailed analysis of all culture-specific
documentation provided by the RSA. This was completed in order
to develop a picture of the as-is culture position and to initiate the
process of forming draft recommendations.

» Step Three, involved the compilation of all key findings into this
report

EHZE | 12
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Background and Context

Why should we care about values and behaviours?



“The safety of the public on our roads is at the heart of everything we do, and our values underpin how we work with each other and for others as we pursue our commitment to making roads safe for all users. We will live and embed our values through collaboration, innovation and commitment to excellence in service.”  RSA 2021 Corporate Plan



We want to work together to bring our RSA values to life so that all of our employees, customers and partners know exactly what we stand for. This online resource captures and reflects the behaviours which best represent our RSA values. This is important because these behaviours shape our organisational culture and act as a guiding principle for both “what we do” and “how we do it”. Amongst other things, our values inform how we engage with customers, colleagues, manage our teams, recruit new employees and even how we procure goods and services. 







Values and Behaviours 

What do we mean by Values and Behaviours?

Values: Organisational values describe the core ethics or principles which an organisation commits to abide by. The RSA Values have been developed to reflect how the RSA delivers and will continue to deliver on its objectives and mission. 



Behaviours: The definition of behaviour is the way a person acts or reacts. It is how someone conducts themselves, especially towards others. A behaviour is anything a person says so does. Behaviours can be observed and described and they impact others. 









Organisational values: 

Help employees to make right decisions: By understanding what the organisation stands for, decisions are made which help achieve the company’s vision and goals.

Improve employee communications: Clear organisational values promote consistent communication, ensuring all employees are aligned.

Impact employee motivation and engagement:  When employees have a solid understanding of the core values they will have a better understanding of the company’s goals and work harder to achieve them. 

Help clients understand what the organisation stand for: Values help clarify brand identity and strengthen client relationships. 

Help attract and retain top talent: Values ensure candidates don’t choose the “wrong” company and employers pick the “right” candidates.

Help attract customers: Company values help attract customers who appreciate the same values. 

























































Benefits of good values





Alison Coleman (AC) - Jennifer - where did these benefits come from? Can we add some detail here?

Hyland, Jennifer (HJ) - Hi Alison - These beneifts were found using both external and internal resources and compiled to what we thought would best fit the RSA. I ahve elaborated on each point. These have been used in the workshops from the begining so many people will have seen them before.

Living Our Values 

How are Our Values lived by the RSA daily?

As mentioned, Our Values are at the heart of everything we do. Our values are integrated into every employee-related process, think about

Recruitment and Hiring Processes 

Criteria for Promotion and Rewards

The Content of our Campaigns 

Performance Management Systems 

Company Policy and Procedures 

RSA Website and Intranet 

Customer Service 

Essentially from the first interview to the last day of work, the RSA employees should be constantly reminded of our core values, using these to form the basis for every decision made. 

Keeping Our Values Real



INSERT TEXT



INSERT TEXT



INSERT TEXThhbjhb



INSERT TEXT









Employee Surveys

Formal and Informal Recognition 

Sharing Success Stories 

External Comparators 

As RSA employees the onus is on us to keep our values alive and at the forefront of what we do. We can do this in a number of ways, including: sharing success stories, looking to how other organisations are living their values, gaining employee feedback and recognising the achievements of others.





Getting Your Input  



On the 31st of January 2022 a “Values to Behaviours” questionnaire was sent out to all staff in RSA

The purpose of this survey was to understand what values mean to employees, and how these can be expressed in every day working behaviours

There was a great response with 140 survey submissions

Some submissions were a collaborative team effort which is a great example of living our values

For each of the RSA values we asked for 3 corresponding behaviours





Our Values & Behaviours Survey

Sample extract from survey questionnaire below:

Integrity

When you consider “Integrity” 

What does “behaving ethically, honestly and transparently” mean to you?

What behaviours do you think demonstrate “Integrity” in the workplace?



Please describe 3 behaviours below that you think demonstrate “Integrity” in your work environment. 

Below is an example for illustrative purposes



Value: Integrity

Behaviour: We communicate open and honestly with team members 



Behaviour 1: Please describe a behaviour that you believe demonstrates “Integrity”:

____________________________________________________





Alison Coleman (AC) - Pic is a bit hard to read. it's resolution is poor.

Hyland, Jennifer (HJ) - updated

Integrity 

Integrity means we are honest, fair and consistent in our words, actions and decisions – both inside and outside work. We act in line with our moral and ethical standards and always treat others with respect. It is important that we deliver when we say we will and we don’t let anyone down. 

Integrity  

Honesty

Being honest with colleagues in terms of how we work, giving an honest assessment, being trustworthy, being transparent

 

Following Rules and making informed decisions 

Honestly and fairly assessing applicants, abiding by standard procedures, adhering to guidelines and instructions, do the right thing

Respect 

Treat people the way you would like to be treated, communicate in a meaningful way, treating everyone equally 

Accountability 

Owning up to mistakes, holding self accountable, management admitting wrong-doings, do work assigned to you, learn from mistakes 

Leading by Example

Practice what you preach, completing all work to the best of your ability,, helping others, acting as a good role model 

Consistency 

Being dependable, following through with commitments, being reliable  



“Committing to and abiding by standard procedures”

“Honestly and fairly assessing applicants”

“Reporting unethical behaviour”

“Taking responsibility for your actions”

“Respect and follow company policy”

“Give credit where it is due”

“Encourage an open environment”

What Integrity means to us 

In Your Own Words





Collaboration and Partnership

At RSA we know the importance of working together for the benefit of all. Sharing our knowledge, being open to new ideas and appreciating those around us makes us a better organisation, where everyone feels wanted and included. 

Collaboration and 

Partnership 

Teamwork

Supporting each other, offering assistance, working collectively 

 

Channels of Communication

Good leadership, Having good support structures, cross-team collaboration, ensuring opinions of all are heard, making sure everyone has the opportunity to speak out   

Knowledge Sharing

 Let others know information you have learned, combine everyone’s opinions, communicating information across the organisation 



Openness 

Listening to different views, trying to get a different perspective, being adaptable



Diversity and Inclusion 

Ensuring that everyone has a voice, making sure everyone has contributed, supporting others 

Communication 

Listening to others, encouraging others, brainstorming ideas together, discussing challenges together, speaking out

 



“Cultivate a community spirit when everyone is included, listened to and heard”

“Be open to feedback”

“Always help and support colleagues”

“Voice opinions and be open to new ideas”

“Promote diversity and inclusion”

“Value different ideas”

“Encourage teams to speak freely”  

What Collaboration and Partnership means to us 

In Your Own Words





Making a Difference 

The RSA is striving to change attitudes and behaviours amongst road users in order to save lives and prevent injuries on our roads. Making a Difference highlights that we as individuals have the capacity to make roads safer for all and play a part in delivering this change. 

Making a Difference

Best Standards	

Performing roles to the best of your ability, go the extra mile, look at how we can improve  

Believing in the Importance of your Role

Strongly believing that every contribution can help save lives, voicing concerns, believe in the link between your role making a difference 

Working Together

 Share information, Help others, discuss best practices with colleagues, encourage others  

Kindness and Empathy 

Always have a professional manner, create a positive workspace, praise good work and say thank you, being courteous, providing fair services 



Upskilling 

Look at training courses to enhance ability to fulfil roles, continuously try better self by increasing knowledge and expertise, make goals and seek to achieve them 

New Ideas 

Thinking about ways to make processes more efficient, encouraging  innovation, actively looking for new ways of working 

“Believing that your role makes a difference”

“Practice what you preach e.g. be a good role model on the roads”

“Be aware of the current campaigns in RSA and ask how we can help achieve success”

“Contribute to a good working environment”

“Invest time in each other”

“Be the change for the customer”





What Making a Difference means to us

In Your Own Words





Accountability 

At the RSA we really understand the importance of accountability. It enables us to make our own decisions, take initiative and deliver desired results. Accountability helps us to contribute to our organisation and adds value to our roles as employees.

Accountability 

Accepting Mistakes

 Have the courage to admit wrong doing and make amends, put steps in place to prevent errors happening again, apologise when in the wrong 

Teamwork

Play your part, don’t avoid tasks, help others if you can

Learning

 Learn from mistakes, seek personal development, look for ways to improve

Appreciation 

Recognise achievements of the team and ensure they hear this appreciation., share successes, acknowledge the efforts of all, say thank you often  

Honesty 

Act with transparency, take ownership of successes/failures, provide feedback, be upfront about what you want to achieve 

Delivering and Commitment 

 Fulfil promises, measure performance against goals set at the start of the year, take ownership, act as role models for others 

“Taking responsibility of outcome of your work” 

“Sticking to your word”

“Being a good mentor”

“Showing appreciation for the work of others”

“Learning from mistakes”

“Complete our work to the best of our ability”

“Working in accordance to legislation”

What Accountability means to us

In Your Own Words





Service Excellence

In the RSA we take pride in delivery the best quality standard of work to our internal and external customers. We take personal responsibility for our learning, consistently try to improve, listen and always take feedback on board. We consistently strive to go above and beyond for our customers and road users in general. . 

Service Excellence 

Customer First

Put yourself in the customer’s shoes, treat customers with respect, be aware of customer needs, be empathetic, communicate clearly   

Professionalism 

Workspace presentation, personal appearance, welcoming body language, being polite 

Deal with Issues Efficiently 

Listen to feedback and act on it, respond to queries/issues promptly, take responsibility and be adaptable 

Bettering Services

Looking to improve and simplify processes, thinking about how to do things better 

Knowledge Sharing

Be properly trained, share best tools and information, provide clear and concise feedback, offer help to colleagues 

Consistency 

Do what you say you are going to, know your responsibilities, follow rules and procedures, meet deadlines



“Going above and beyond for the customer”

“Conducting all tests in the same manner, following procedures and guidelines”

“Meeting the needs of all customers e.g. elderly, hard of hearing”

“Show sincerity, interest and willingness to help”

“Offer best recommendations”

“Using clients name, active listening and build good rapport”





What Service Excellence means to us 

In Your Own Words
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Integrity
We behave ethically, honestly and transparently.

Accountability
We value and appreciate each other’s

contributions in achieving our goals.

Making a difference
Everything we do is to improve road safety.

Service excellence

We deliver innovative, responsive
and accessible public services.

Collaboration and partnership

We foster inclusive and supportive
working with staff and partners.






image18.png

. Integrity
Integrity We behave ethically, honestly and transparently.

When you consider “Integrity”

* What does 'behaving ethically, honestly and transparently’ mean to you?
* What behaviours do you think demonstrate ‘Integrity" in the workplace?

Please describe 3 behaviours below that you think demonstrate “Integrity” in your work
environment.
Below is an example for illustrative purposes.

Value: Integrity
Behaviour: We communicate open and honestly with team members

Behaviour 1: Please describe a behaviour that you believe demonstrates
"Integrity"
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The RSA is currently undergoing a significant transformation programme which to date has involved the re-design of the executive team and key functions aligned to a new Directorate structure. The way our business is organised and the value we provide to our customers will be enhanced and we will continue to build on our “One RSA” approach of working together as one organisation to ensure success.  



As we transition to a new operating model and continually evolve to meet the needs of all our stakeholders, it is essential that we are clear on our strategic vision for Our People and that we clearly articulate and communicate how we intend to achieve our objectives.  The People Strategy is intended to be a key enabler of RSA strategies in providing further detail on how we will achieve Our People related objectives and how people related initiatives will enable objectives led by other Directorates.  RSA’s people strategy is aligned to the governments’ Better Public Service transformation strategy with specific focus on Workforce and Organisation of the future objectives i.e. diversity, building capability, inclusiveness etc. Better Public Services document   







Our Values

In 2022, we launched our first set of organisational values, and we will continue to live and embed these values as part of our people engagement and development plans supported by this strategy.
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An outcome of the organisation design work conducted in 2022, was the transition of the HR function to a standalone directorate titled People, Development and Culture. A new Principal Officer role has been introduced with a direct reporting line into the CEO.  This is very much aligned to the current Corporate Plan which stated a commitment to delivering a holistic people function which supports its people at all stages in the employee lifecycle. The Directorate incorporates the existing HR functions and a Director was appointed to drive a more strategic approach to the organisation’s people related policies, workforce development and workplace culture.





A best fit HR Operating Model to enable the People Strategy



[image: ]A HR Operating Model ensures that an organisation’s people function is set up in a way that it drives strategic value. Prior to 2022, the focus of the HR team was largely operational with the HR Manager acting as an operational manager with strategic responsibilities.



In 2023, with both a Principal Officer and Assistant Principal Officer in post with a team of experienced CO, EO and HEO professionals supporting them, the structure of the team is being considered to enable the team to focus on strategic HR initiatives i.e., progressive, future focussed policies, putting in place succession plans, addressing capability gaps and support organisation ambitions to be a leader in road safety. Throughout the lifetime of this strategy, we will also aim to strengthen capability, processes and enabling technologies within the newly established Directorate. 
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It is important as the Directorate evolves that there are guiding principles in place which will keep us on course and ensure we build on the already solid foundations in place. Below are some guiding principles which will inform the decisions that need to be made around structure, capability, process and technology within the newly established directorate in the coming years.





		Principle

		Description



		One Team – One RSA

		· Directorate leadership, operations, and centres of expertise work together as one team with shared values and an understanding of each area’s plans and priorities to deliver seamless services.

· The Directorate ‘whole’ is greater than the sum of its parts with each area drawing on expertise and skills from each other.



		Evidence-Based Services

		· People initiatives are aligned to our vision with clear milestones and criteria for success. KPIs and analytics are readily available to provide insight into the value that the Directorate is adding and where further effort should be focused.



		Value Add









		· The team is structured to deliver optimum effectiveness with the right levels and numbers of staff to allow quality service delivery and sufficient stretch to employees. 

· Driving operational excellence and service excellence in all we do.



		Customer Centricity

		· People are at the heart of everything the team does; The People Strategy evolves with business strategy and the Directorate continuously strives to deliver and support the organisation agenda, identifying future requirements for the Directorate based on business plans and to enable growth. 





		Role Modelling

		· Directorate employees promote the organisation and values in all that they do. 
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[bookmark: _Toc134437397][bookmark: _Toc134468446][bookmark: _Toc134727206][bookmark: _Toc135764441][bookmark: _Toc135772725][bookmark: _Toc137475428][bookmark: _Toc137476805][bookmark: _Toc137540074]Strategic drivers are the factors that drive an organisation's strategy and performance. They

[bookmark: _Toc134437398][bookmark: _Toc134468447][bookmark: _Toc134727207][bookmark: _Toc135764442][bookmark: _Toc135772726][bookmark: _Toc137475429][bookmark: _Toc137476806][bookmark: _Toc137540075]can be internal or external, but they all contribute to an organisation's success or failure. 

[bookmark: _Toc134437399][bookmark: _Toc134468448][bookmark: _Toc134727208][bookmark: _Toc135764443][bookmark: _Toc135772727][bookmark: _Toc137475430][bookmark: _Toc137476807][bookmark: _Toc137540076]Our People Strategy must take this into account and consider the potential impact of any events or influences so we can best prepare our workforce.  This strategy has also been developed in consideration of RSA internal strategies including our Corporate Plan 2022-2025, Government Road Safety Strategy 2021-2023  and public service policy and approaches including the Civil Service Renewal 2023 strategy 

[image: ][image: ][image: ][image: ][image: ]
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[bookmark: _Toc134437402][image: ]The RSA published its most recent Corporate Plan in 2022.  The aim of the Corporate Plan is to provide the strategic direction for the organisation up to the end of 2026. The Corporate Plan focuses on five key themes that support the achievement of the organisation mission and vision and recognises our values. The People, Development and Culture Directorate plays a lead role in Theme 2: Supporting People to Drive Change and will act as a support and/or an enabler for the other four themes. This People Strategy sets out the goals we aim to achieve to deliver on the vision of the Corporate Plan and describes the objectives and actions that must be implemented to achieve this. 
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While transitioning to the establishment of People, Development and Culture as a Directorate in 2022, several key projects were undertaken to progress the organisation towards the vision outlined in our Corporate Plan. A summary of these projects are outlined below and will be described in further detail in subsequent sections of this document.  Collectively, these projects have established the baseline for where the organisation is today and upon which we launch our People Strategy and action plan for the next three years. 
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As described above, a key strategic driver of this People Strategy is the Corporate Plan.  Informed by this and other influencing factors, the People, Development and Culture Directorate performs a number of functions designed to deliver on the objectives of the People Strategy. With support and contribution from across all Directorates of the RSA, the objectives of the People Strategy will be achieved. The intended outcomes of this strategy are detailed here and later in this document. 



[image: ]
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People, Development and Culture – A Holistic Approach



The work of this Directorate is organised around three strategic pillars. The RSA People Strategy outlines the strategic objectives and planned activities aligned to each of these pillars and how these will be achieved over the lifetime of the strategy.  The below picture outlines our ambition for each of the strategic pillars.  The objectives and actions we pursue under the People and Development pillars will collectively support the achievement of the organisational culture we aim to achieve. To support this, we will develop an approach to establishing our current culture and monitor any changes over time.
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In our Corporate Plan, we committed to creating a positive employee experience, ensuring we retain our talent and promote well-being and work smart.  Employee Experience is all about how it feels for people to be a part of an organisation and do their job. It is the sum of all interactions, processes, and emotions that employees experience at each stage of the employee journey.  This makes Employee Experience a crucial factor for employee satisfaction and engagement. With this in mind, we want to make sure that our People Strategy and HR operations work to ensure we are catering for the needs and wants of all of our workforce regardless of where they are on that employee journey.  The below diagram illustrates “key moments that matter” to people on the employee journey.





[image: ]

RSA has a diverse and experienced workforce. This is a key organisational strength. We recognise that different people have different needs depending on the type of work they are engaged in at a given point in time. The illustration on page 8 highlights some of the differing needs and challenges of our workforce.  We will continually examine and validate these and ensure they are considered when developing actions plans which support the implementation of this strategy. 

People Strategy 2023 - 2026
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It is essential that meaningful career paths, development opportunities and a well-resourced organisation form part of the employee experience.  Learning and development is about creating the right culture and environment for employees and organisation to learn and evolve. It requires an understanding of the current and future capability needs of the organisation, as well as creating a culture of learning that drives engagement in ongoing professional development.  This must be driven by an effective approach to performance management at all levels in the organisation.



The HR Operations team play a crucial role in developing and delivering the organisations people strategy to reach its goals and makes sure all employees have access to the resources they need to be successful. HR Operations ensures that people initiatives run smoothly and contribute to a healthy work environment and will be a key enabler for the delivery of this strategy.



Next, we will outline our overarching goals for “Pillar 1 – People” which describes our ambition for the organisation, i.e., where do we want the organisation to be at the end of the implementation of this strategy.  We will also describe the key objectives we need to achieve to reach our goal/target state and we have identified the actions that need to be taken to achieve each of these objectives. We will do this for all three of our strategic pillars.



Our Goal:  To be a people centric organisation that values our employee’s experience at all stages on the career pathway.  



		

    We will reach our goal by achieving the following objectives:





		1.1

		

Deliver a public service where people want to work. 





		

     Actions to achieve this objective include:





		

· Through outputs from assessments, staff engagement work and activity already undertaken, work to inform how RSA recognises staff, provide opportunities for career progression, look to put in place internal mobility policies etc.

· Design a compelling narrative that appeals to internal and external candidates.

· Work collaboratively to develop a communications plan and materials to reach intended internal and external audiences. 

· Continue to engage internal networks and ambassadors to support communication activities.

· Identify KPIs to monitor and report on driving performance improvement and compliance.

· Revisit and refresh annually or as required in line with strategic workforce planning.















		1.2

		

Further enhance the existing performance management framework through improving the people management and leadership capability within the organisation





		

      Actions to achieve this objective include:





		

· Document how current Performance Management Framework (PMDS) is utilised by the RSA and any already identified opportunities for enhancement.

· Review in line with best practice and identify if further opportunities for improvement.

· Examine the framework through two lenses: the process and the quality of the performance management relationships and the conversations undertaken.

· Identify what current learning and development opportunities are available to support effective performance management and determine if they are fit for purpose to address any capability gaps.  Incorporate any improvements required into the organisation L&D plan. 

· Develop an approach to empower employees to take ownership of their own performance management discussions and career development.

· Consider 360 feedback mechanisms or other tools that would promote self-awareness and awareness of others, impact of behaviours where appropriate. 

· Supporting managers in managing and developing new ways of working





		1.3

		

Further develop and deliver HR operational services which support individuals and the organisation to achieve their individual and collective objectives. 





		

     Actions to achieve this objective include:





		

· Define the remit and structure of the HR Operations team.

· Establish existing HR analytics capability (including data integrity) and develop capability development plan.

· Assessment of our HR systems to identify improvements.

· Apply principles of Corporate Plan to HR processes and procedures (customer experience, change management, innovation, operational excellence, partnership & collaboration, digital, operational excellence etc 

· Map employee journey and interactions with HR operational processes 

· Establish a system for knowledge capture for staff leaving posts.





		1.4

		

Develop and deliver a strategic Learning & Development plan aligned with future workforce requirements which offer our people meaningful career opportunities. 





		

     Actions to achieve this objective include:





		· Document current approach to delivering L&D initiatives throughout the organisation.

· Develop a vision for the L&D function in line with organisational requirements and identify key success factors and guiding principles.

· Develop an RSA Skills Framework based on the Civil Service competency model incorporating both behavioural and technical skills aligned around roles and defined proficiency levels.

· Develop an organisational blended learning approach based on best practice and workforce requirements.

· Identify, procure, and operationalise a Learning Management System which will improve administration, employee and manager self-service and learning delivery to complement HR systems review. 

· Provide a consistently evaluated, reviewed and refreshed suite of Learning and Development opportunities.

· Conduct feasibility study on the establishment of an RSA apprenticeship programme and/or graduate programme. 

· Build leadership capacity and capability development through coaching, mentoring and development.

· Ensure learning management approach incorporates strategic and legislative requirements around training and awareness (e.g., data protection, H&S, EDI (Equality/Diversity/Inclusion).
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Modern work has never been more disrupted. Technology and automation, remote and hybrid working models, changing business models, and customer expectations are forcing new ideas around what the workforce should be able to do and when.  



RSA face a significant workforce challenge over the coming years. As the organisation has matured since it’s foundation in 2006, so too has a cohort of employees, with a high number of retirements pending over the next 3 years. Retirements and natural attrition have made succession planning and talent development a strategic imperative for the organisation. In addition to a loss of talent in established operational areas, the need for new skills and capabilities have emerged throughout the organisation and there are gaps that need to be addressed.



To address this challenge, the RSA have been conducting operational workforce planning as part of the annual business planning cycle and have identified capability gaps through the current organisation design process.  Operating in an economy which is close to full employment and the accompanying pressure of record levels of inflation, it is increasingly difficult to keep pace with existing operational requirements.  Investing effort now in addressing longer term talent risks will serve the RSA, its customers and road safety ambitions. 



All of the above, along with the current organisation design activity and associated operating model changes, mean that now is the right time for the RSA to focus more intently on shaping the organisation of the future through optimising its target operating model and enhancing strategic workforce planning capability. 



Next, we will outline our overarching goal for “Pillar 2 – Development” which describes our ambition for the organisation, i.e., where do we want the organisation to be at the end of the implementation of this strategy.  We will also describe the key objectives we need to achieve to reach our goal/target state and we have identified the actions that need to be taken to achieve each of these objectives. 











Our Goal: To support an evolving workplace and workforce that enables our people to thrive. 



		

 We will reach our goal by delivering on the following objectives:





		2.1

		

Oversee the development and transition to a new organisation structure. 





		

 Actions to achieve this objective include:



		

· Build on the work complete during the Organisation Design activity to date through further developing the organisation structure; focusing on further consolidation and solution development for identified capability gaps. 

· Continually monitor transition plan to ensure it remains relevant and strategically aligned and consider the impact of any internal or external disruptions.

· Adapt plan as appropriate, communicating any deviation from agreed plan and the rationale for any changes.

· Ensure all internal processes are aligned with new structure to minimise any operational impact. 

· Conduct ongoing Change Impact Assessment and action plan to mitigate against potential risks.

· Support Directorates to progress the agreed transition plan and collaboratively manage any people impacts. 

· Monitor and report on progress and actively manage risks and issues. 

Support the transition with regular internal and external communications to stakeholders including our staff newsletter, MyRSA Intranet channel, one-to-one and team meetings and our Change Facilitator group.





		2.2

		

Better prepare the RSA to meet current operational demands and the demands of the future through progressively improving our approach to workforce planning and strategically shaping our workforce





		

 Actions to achieve this objective include:





		

· Define current operational approach to recruitment planning and execution.

· Develop a mechanism to effectively manage all posts. 

· Develop set of accurate and up to date recruitment data. 

· Improve workforce data and analytics capability leveraging existing internal capability. 

· Improve capacity evaluation and resource management capability across the organisation through L&D and supporting technologies.

· Implement the new succession planning framework.

· Support the business to identify and realise resourcing efficiencies that can be achieved through improvement projects and transformation programmes.

· Develop strategic L&D and sourcing approaches which will generate internal and external talent pools.

· Agree and define the leadership vision for the RSA workforce of the future. 

· Develop a Strategic Workforce Plan with a 3 – 5-year outlook.















		2.3

		

Continually evolve our ways of working to align with a blended working approach and our enhanced digital capability.





		

 Actions to achieve this objective include:





		

· Embed blended working approach and new ways of working in a supportive manner.

· Monitor work practices with management and business areas on an ongoing basis to identify improvement opportunities and mitigate against known risks.

· Review digital collaboration tools currently available and determine what is working and identify opportunities for improvement.

· Determine current flexible working arrangements within the organisation and consider what this will look like in the medium to long term and linkages with the organisations approach to Diversity, Equity and Inclusion. Gender reporting etc









[bookmark: _Toc151986226]Pillar 3 – Culture 



Organisation culture is a shared set of beliefs, values, attitudes, standards, purpose and behaviours.  It reflects both the formal and informal ways of working across an organisation. Our culture is the combination of everything we think, say and do as we work together.  Culture can either enable or inhibit the achievement of organisational goals and positively or negatively impact employee and customers experiences.   Shaping an organisation culture that will enable us to deliver on both our internal and external strategies is critical in the RSA which has a broadly distributed workforce and are adapting to an increase in blended and flexible working arrangements.  We believe a strong culture of engagement across the RSA; underpinned by regular and meaningful internal communications will form the backbone of our organisational culture.  However, there is no one definition of a “good culture.”  Culture depends on what an organisation believes is required to meet organisational goals, there is no “one size fits all”.

[image: ]



When developing our Corporate Plan 2022 - 2025, we outlined some of the cultural attributes we believe would enable us to achieve our ambitious targets.  These include but are not limited to: 

[image: ]



In 2022, we invested time in defining our organisational values and collaborating with staff across the organisation to identify the behaviours that we as “One RSA” believe demonstrate these values.  Our goal was to bring our RSA values to life so that all of our employees, customers and partners know exactly what we stand for. This was important as these behaviours shape our organisational culture and act as a guiding principle for both “what we do” and “how we do it”. 



Building on this work and using this strategy as a catalyst to drive organisation cultural change, we will invest further in defining our current culture, our desired culture and developing a road map to bring us closer to our chosen destination.  



Next, we will outline our overarching goal for “Pillar 3 – Culture” which describes our ambition for the organisation, i.e., where do we want the organisation to be at the end of the implementation of this strategy.  We will also describe the key objectives we need to achieve to reach our goal/target state and we have identified the actions that need to be taken to achieve each of these objectives. 

[bookmark: _Toc134182110]

Our Goal: Create and support an engaging and inclusive culture that places equality, diversity, and wellbeing at the forefront of all we do.



		

We will reach our goal by delivering on the following objectives:





		4.1

		

Establish a current view of our organisational culture which can be used as a baseline to measure impact of strategic objectives.





		

Actions to achieve this objective include:





		

· Conduct a Culture Assessment in Q4 2023 with output of an action plan which will serve to deliver on real meaningful engagement with and impact on employees.

· Work with all Directors and teams on the roadmap to cultural change which is a key output from the assessment.

· Foster cross organisation ownership, collaboration and contribution through development and implementation of an engagement and communication plan.

· Demonstrate importance of Employee Voice through development of an action plan which clearly addresses input from employees.

· Integrate action plan into the People Strategy by adding new objectives or amending existing ones.

· Re-run the culture assessment in 2025, report on findings and refresh action plan accordingly.



		4.2

		

Develop and implement an Equality Diversity Inclusion (EDI) plan for the RSA including a gender pay gap action plan.





		

Actions to achieve this objective include:





		

· Identify a set of data points, based off the Our Public Service, Equality, Diversity and Inclusion Maturity Model, which will provide a baseline view of current organisation practices and the workforce.

· Collect, collate and analyse our data to identify any areas of concern and to provide insight on existing requirements and commitments. 

· Develop and define the RSA EDI Vision over the lifetime of this strategy aligning leadership and key stakeholders on the overall EDI vision and Gender Action Plan.

· Identify a list of actions which will result in progress from the baseline to the desired state. Prioritise key actions, develop plan and implement.

· Develop a communications and engagement plan to support implementation activities.

· Continue to comply with Gender Pay Gap reporting requirements and any other EDI reporting requirements that may emerge.

· Monitor and evaluate the impact of the plan at agreed intervals. 





		4.3

		

Prepare the People, Development & Culture Directorate to comply with the workforce reporting requirements of the Corporate Sustainability Reporting Directive (CSRD) when it becomes mandatory. 





		

Actions to achieve this objective include:





		

· Ensure the People, Development & Culture Directorate understands workforce reporting requirements when finalised.

· Clarify data sets required and binding timelines. 

· Assess existing availability of data against report requirements and identify any gaps.

· Develop an action plan to close any data gaps, collaborating with key stakeholders across the organisation and public service as appropriate. 

· Ensure adequate resources are assigned to delivering on action plan and identify capability requirements and any external support required.

· Complete and submit reports within required deadline.

· Provide overarching support to other Directorates in advisory and/or delivery capacity as deemed appropriate.





		4.4

		

Develop and implement a strategic approach to employee engagement which is reflective of the RSA as a people-centric organisation.





		

Actions to achieve this objective include:





		

· Appoint a lead within the People, Development & Culture Team with a defined set of objectives and responsibilities for employee engagement.

· Develop an approach to capturing, responding to and representing the “Employee Voice” across the organisation.

· Assess current employee engagement mechanisms and recommend areas for improvement and develop an employee engagement plan.

· Use the findings from the annual Culture Values Assessment to inform the employee engagement plan.  

· Ensure that the insights gained from employee engagement activities are considered when planning any people related projects or changes.  
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[bookmark: _Toc137475439][bookmark: _Toc137476816][bookmark: _Toc137540085][bookmark: _Toc135772737]Each action described under each Strategic Pillar will be detailed in the Strategy Action Plan

[bookmark: _Toc137475440][bookmark: _Toc137476817][bookmark: _Toc137540086]with estimated timelines for completion based on more detailed scoping for each initiative.  However, at this stage, based on organisational business planning and identified priorities we have proposed the following high-level approach to sequencing key activities and identifying areas of focus for each year of this strategy. This is an indicative plan and will be subject to change based on organisation priorities. 
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This document outlines the People Strategy framework, priorities, intended outcomes and high-level actions. The strategy will be supported by an Action Plan that sets out the details, people responsible, key performance indicators and timeframes needed to implement the People Strategy. The People, Development & Culture Directorate will lead the implementation of the People Strategy working with key stakeholders across the organisation.  Given the level of interdependency between the actions in this People Strategy, implementing it will require everyone across the organisation to work together. People will be responsible both individually and as team members to deliver on the actions. 
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[bookmark: _Toc134727223][bookmark: _Toc135764460][bookmark: _Toc135772744][bookmark: _Toc137475442][bookmark: _Toc137476819][bookmark: _Toc137540088]Each objective will be detailed in the Strategy Action Plan with clearly outlined measurements of success and these will be monitored throughout the lifetime of this strategy.  It is intended that the collective impact of achieving each of these objectives will move the organisation from our current state to a stronger, more sustainable position with a workplace and workforce that are motivated and equipped to support the RSA to accomplish its important purpose.



This strategy will be implemented in an environment where we can assume the following:



· The organisation will continue to go through an increasing number of major, organisation wide changes that will require ongoing collaboration and effort.

· A significant portion of our workforce are eligible to retire in the next three years taking a wealth of skills and experience with them when they depart.

· The organisation structure will remain aligned to the civil service grading structure meaning that we must offer employees opportunities to develop their careers both vertically and laterally. 

· Our targets will grow faster than the rate with which we add staff to the organisation, and we must be cognisant of the impact of this on the current workforce and be more pro-active and strategic with our workforce planning to narrow the gap.



As outlined above, the Strategy Action Plan will have clear metrics defined so that we know whether we achieved each objective or not. We want to ensure that the collective impact of all the interactions and experiences our employees have on a day-to-day basis and over the course of their career with us are positive and enriching. It is the collective achievement of the objectives outlined in this strategy that will ultimately deliver our desired organisational culture and improve what it is like to work in the RSA.  



We have designed this strategy with the ambition that in 2026, the picture below is representative of an RSA Employee.
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Our Vision for the RSA Employee Experience - “One RSA - Our RSA”  
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Together, we will shape our future workforce, workplace and employee experience that will be unique to the RSA and will evolve with us as we continue to provide a valuable public service.
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For the People Strategy to be successful, there are several critical success factors that must underpin its implementation. 



Whole organisational commitment and ownership

The scope of this strategy covers all employees of the organisation and while it will be overseen centrally by the People, Development & Culture Directorate, many initiatives will be locally led and implemented. 



Adequate resources and budget 

The implementation of this strategy will require investment from the organisation to achieve its stated objectives and desired results.  It is essential that we can deploy the right people with the right skills at the right time to specific initiatives and that there is supported to invest in upskilling our internal talent pool as we shape our workforce of the future.





Effective Performance Management

We must monitor progress towards achieving our objectives through the development of meaningful metrics which demonstrate value and benefits. This should be aligned with the existing organisation performance management framework. 



Managing People Impacts

We must plan any change with due consideration for any impacts at an individual, team and/or organisation level.  Diverse perspectives, practical consequences and potential unintended outcomes should be at the forefront of our minds when initiating and implementing a change initiative.
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[bookmark: _Toc135764458][bookmark: _Toc135772742][bookmark: _Toc137475447][bookmark: _Toc137476824][bookmark: _Toc137540093]The Director of People, Development and Culture will provide sponsorship of this strategy at Corporate Leadership Team (CLT) level and will report on progress to the CLT on a quarterly basis.  The RSA Board will have been informed of our new Strategy. The HR Manager will be the Business Lead, co-ordinating and providing oversight for the delivery of the strategy, reporting regularly at Directorate Level. It is intended that the effectiveness of this strategy is monitored and reported on within the existing organisation performance management framework. 
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03. Approach and Methodology

3.3 Data Sources (continued)

3.3.2 Use of a culture survey tool

There are several cultural assessment tools available on the market. Having reviewed a number of models, the RSA selected the Denison Model as being the most appropriate
to fulfil their needs in relation to assessing the current culture. The Denison Model is based on over two decades of research linking culture to bottom-line performance. The
Denison Model answers four key questions about an organisation:

* Mission: Do we know where we are going?
+ Adaptability: Are we listening to the marketplace?
* Involvement: Are our people aligned, engaged, and capable?

Do we have the values, systems and processes in place to execute?

Results are divided into these four segments (Mission, Adaptability, Involvement and Consistency). The scores are
represented as percentiles. Percentiles enable the comparison of the RSA’s performance to the other organisations in the
Denison global benchmarking database. For example, within the ‘Mission’ quadrant, ‘Strategic Direction and Intent’ scored
45. This means that RSA staff have more clarity and alignment on the long-term purpose and direction of the organisation,
than 45% of organisations on Denison's global database (also meaning that 55% of the other organisations in the database
scored higher than the RSA for this particular index). To complete the assessment, respondents were asked to rate the
extent to which they agreed or disagreed with 48 individual statements on a scale from 1-5.

Example statements:
Mission: There is a clear strategy for the future.
Consistency: Our approach to doing business is very consistent and predictable.
Involvement: Authority is delegated so that people can act on their own.

Adaptability: All staff have a deep understanding of customer wants and needs.



03. Approach and Methodology

3.3 Data Sources (continued)

3.3.2 Use of a culture survey tool

Analysing the results from the Denison survey tool

The Denison Model is based on over two decades of research linking culture to bottom-line performance. At the centre of the model are ‘Beliefs and Assumptions’. Each member
of staff at the RSA has deeply held beliefs about the organisation, their co-workers, customers, competitors, and the wider industry within which the RSA operates. These beliefs
and assumptions, and their associated behaviours, determine the culture of the RSA. The Denison Model and survey therefore allows the identification of the underlying beliefs
and assumptions in the RSA’s culture by clarifying and measuring the behaviours that they produce. The scores are represented as percentiles. Percentiles enable the
comparison of the RSA’s performance to the other organisations in the Denison global benchmarking database.

Understanding Normative Scoring
Results from the Denison Model are shared as percentiles and benchmarks.

* A benchmark is a standard or point of comparison used to evaluate the performance of an organisation, industry, or process. The value of a benchmark lies in its ability to
provide organisations with a point of reference for evaluating their own performance and identifying areas for improvement. The Denison Benchmark can help an organisation
to understand how their scores compare to those of their competitors and identify areas where they need to improve to stay competitive.

» Percentiles in a distribution refer to the values (mean scores) that divide a dataset into 100 equal parts or ‘percentiles’. The value of a dataset at a given percentile represents
the point at which a certain percentage of the data falls below that value. For example, a mean score value at the 50th percentile is the value that separates the lowest 50% of
the benchmarked organisations from the highest 50%. The value at the 50th percentile is also known as the median. Similarly, the value at the 75th percentile represents the
point at which 75% of the data falls below that value. Thus, a percentile score of 75 means the client is scoring higher than 75% of organisations in the benchmark. Percentiles
are used to measure the performance of an individual organisation in comparison to a group of organisations in the benchmark. This is like a standardised test score.

* A normative dataset is used to calculate organisational performance benchmarks for the Denison Organisational Culture Survey (DOCS). There are over a thousand
organisations in this normative dataset, representing a variety of industries and sectors including manufacturing, professional services, retail, financial services, healthcare,
educational institutions, and for-profit, non-profit, and government organisations.

» Itis important to note that results presented in the circumplex are benchmarked, individual line items are also benchmarked, meaning the individual line items within it are not
averages but distinct entities contributing to the overall circumplex results.

EHZE | 14
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03. Approach and Methodology

3.3 Data Sources (continued)

3.3.2 Use of a culture survey tool

Thematic analysis

A thematic analysis of the data available was undertaken and a high level view was established before focusing on
more detailed elements. The following steps were taken.

High level view: Focusing on the circumplex view (the circle):

* What were the areas of strength? These were the areas with more colour.
*  Which areas suggested possible challenges? These were the areas with less colour.

* Where there basic patterns or clusters?
- Balance - Flexible vs. Stable, External Focus vs. Internal Focus?.

+  Were there strengths across all four traits (Involvement, Consistency, Adaptability and Mission) or where there
obvious areas of weakness (gaps)?

Detailed review of the twelve Indexes (i.e. Creating Change, Empowerment, Vision, etc.):

* Which indexes were the strongest and lowest?
* Which were the most important indexes to achieving RSA'’s current business objectives?

*  Was there a pattern (relationship) among the areas of strength and weakness?

Detailed review of each of the line items (the 48 survey question responses):

*  Where there additional insights about the RSA’s strengths/development areas that could be gained from reviewing responses to each of the line items?
*  What where the top and lowest five line item responses and what insights did these provide?
*  Was there a pattern among the line item strengths/development areas?

© 2024 KPMG, an Irish partnership and a member firm of the KPMG global organisation of independent member firms affiliated with Document Classification: KPMG Public | 1 5
KPMG International Limited, a private English company limited by guarantee. All rights reserved



03. Approach and Methodology

3.3 Data Sources (continued)

3.3.2 Use of a culture survey tool

Thematic analysis

Svynthesized the data, summarising the insights and the development of themes:

+ Strengths: What did the data indicate as the RSA’s strengths?
+ Challenges: What did the data indicate as the RSA’s areas for development?

+ Linking the two: Often, strengths turn into weaknesses when they are overused. For example, organisations that prize competitive focus can skimp on collaboration; groups that are
strong in participatory collaboration can be slow to execute. How might the emerging strengths and challenges relate to one another?

3.3.3 Design and delivery of Root Cause Analysis (Focus Group) sessions

Total Staff in Focus Groups: 63 (13%) Four focus groups were delivered, each with attendees from across different levels and Directorates
including a mix of genders. Three of the four focus groups were conducted online using the Mentimeter

_ software, with one in-person session conducted. 63 staff members attended in total, representing 13% of

the staff base.
Fig: Breakdown of focus groups and participation rate ¢ stall base

3.4 Survey Launch and Engagement
Focus Group 1 Focus Group 2
Change Facilitators Assistant Principals To encourage RSA staff to complete this survey it was launched by the Head of People, Development
Attendees: 14 Attendees: 20 and Culture directorate on the 13™ of October. The RSA issued two reminders on separate occasions to
Delivered: In person Delivered: Online all RSA staff members, and the Heads of Directorates were asked to promote this within their teams to
ensure as many staff responded to the survey.

Focus Group 3 Focus Group 4

The RSA set a target for a response rate of 75%. At survey close, it was calculated that 60% (283 staff

HEO, EO, AO Group [Mixed] Driver Testers members) of the RSA responded to the survey. This would be considered an average response rate.

Attendees: 21 Attendees: 8
Delivered: Online Delivered: Online

| 16






04.Results

4.1 Survey Results Overview

The overall results of the RSA’s current organisational culture is illustrated in the Denison ‘wheel’ below. To the right-hand-side, a list of the highest and lowest scoring items are also
highlighted. These scores represent the views of 283 employees (60%) who responded to the survey. Some of the key themes arising from this survey data were discussed and
validated in focus groups with a representative sample from across the RSA workforce. Denison uses normative scoring or “benchmarking” to display survey results. The results are
displayed as a percentile in relation to Denison’s global database. The percentiles allow the RSA to compare against other organisations. For example, within the ‘Mission’ quadrant,
‘Strategic Direction and Intent’ scored 45. This means that RSA staff have more clarity and alignment on the long-term purpose and direction of the organisation, than 45% of
organisations on Denison's global database (also meaning that 55% of the other organisations in the database scored higher than the RSA for this particular index). Within the ‘Vision’
index, RSA staff indicated having more clarity and alignment on the organisation's vision than 13% of other organisations on the Denison global database, meaning that 87% of

organisations in Denison's global database scored higher than the RSA.

External Focus @

A well-rounded 6‘[ = Siigg
. . . \ : an'\.ﬁ‘ o Dirgg S ]
g;%i?c',ﬁt:ﬁm II\INT]Z\;? ;Or;[j » s Intery & 44/@ m All staff have a deep understanding of customer wants and needs.
balance across the four
quadrants.

Highest Scores

E There is a clear strategy for the future.

m Authority is delegated so that people can act on their own.

The RSA demonstrates a
good level of balance
between external focus
(top half of the wheel) and
internal focus (bottom half
of the wheel). The
organisation shows a
tendency to be more stable
(the right hand side of the
wheel) than flexible (the
left hand side of the wheel)
— which can be indicative
of a Public Sector Body.

ZIA We continuously track our progress against our stated goals.

m There is a long-term purpose and direction.

Beliefs and
Assumpli

Flexible
a|gels

Lowest Scores

Our vision creates excitement and motivation for our employees.
Customer comments and recommendations often lead to changes.
n Leaders set goals that are ambitious, but realistic.

n Customer input directly influences our decisions.

m We encourage direct contact with customers by our people.

Internal Focus
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04. Results

04 ReSUItS Denison uses normative scoring or “benchmarking” to display survey results. The results are displayed as
. a percentile in relation to the global database. The percentiles allow the RSA to compare against other

organisations.

For example, within the Strategic Direction and Intent section — the first question ‘There is a long-term

purpose and direction’ — the RSA scored 44. This means that RSA staff have more clarity and alignment

on the long-term purpose and direction of the organisation, than 44% of organisations on the global

database.

4.1 Survey Results Overview

Flexible

Overall results from the Mission quadrant

Percentile
25th 50th 75th 100th

Strategic Direction & Intent

Staff understand the long term There is a long-term purpose and direction. 0 _— 44

purpose and mission and want Our strategy leads other organisations and members of the public to change their behaviours. _- 33

to achieve it.

There is a clear mission that gives meaning and direction to our work. _- 41

There is a clear strategy for the future. €) _—- 56

Vision was the lowest scoring Goals & Objectives
item in this quadrant — which R _
may concern the RSA given There is widespread agreement about goals. I 28
their focus on attainment of this. Leaders set goals that are ambitious, but realistic. Q - 8
Staff exhibited an . — . _
understanding of the strategic The leadership has clearly stated the objectives we are trying to meet. - 38
direction of the RSA — however We continuously track our progress against our stated goals. 0 _— 47
there appeared to be a gap in Vision

linking this to the vision and
how t%eir objectives and goals We have a shared vision of what the organisation will be like in the future. _. 30

align to this. Leaders have a long-term viewpoint. _I 28

Employees expressed a - . —
challenge to meet short term Our vision creates excitement and motivation for our employees. O - 7

demands without compromising We are able to meet short-term demands without compromising our long-term vision. - 10
long term vision.

Quartile 1 ond 3rd 4th
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04.Results

4.1 Survey Results Overview

Flexible

Overall results from the Consistency quadrant

@ Percentile

+ Consistent Core Values 0 25th 50th
approaches and u - -
processes can help The leaders and managers “practice what they preach”. | || |32
build the efficiency of There is a clear and consistent set of values that governs the way we do business. |:|22
staff and lead to )
higher productivity. When people ignore core values, they are held accountable. |:| 21

There is an ethical code that guides our behaviour and tells us right from wrong. | |30
Agreement

« Low scores related to When disagreements occur, we work hard to achieve “win-win” solutions. |:| 13
core values can give There is a clearly defined culture. |:|24
rise to an over . . i | “ |
reliance on It is easy to reach consensus, even on difficult issues. 35
processes to guide There is a clear agreement about the right way and the wrong way to do things. | || | 38

iat T .
zgﬁg\’,‘?gfg Coordination & Integration

« There appeared to Our approach to doing business is very consistent and predictable. | || |42
bel at_lack of }Ni”(;Wi” People from different parts of the organisation share a common perspective. | I |38
solutions gaine
when disaggreements It is easy to coordinate projects across different parts of the organisation. | I |34
occur. This can lead There is good alignment of goals across levels. | || | 34
to low-morale, if one
party perceives they Quartile 15t ond 31 4
tend to ‘lose’.
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01. Introduction

04.Results

4.1 Survey Results Overview

Overall results from the Involvement quadrant

v

» Staff are efficient in
governing themselves as
opposed to having the
need for constant
authority.

» Relatively low scores of
empowerment can
manifest in staff’'s low
sense of job satisfaction
due to lack of impact.

* Areas of team orientation
such as cross-directorate
collaboration are low.

* It was indicated that the
capability of people is
improving but there is an
opportunity to show a
commitment to
continuously improve
skills moving froward.

* RSA may consider
leveraging strengths of
staff as a way of
improving service and
processes.

KPMG

Empowerment

Decisions are usually made at the level where the best information is available.
Information is widely shared so that everyone can get

the information they need when it's needed.

Everyone believes that they can have a positive impact.

Business planning is ongoing and involves everyone in the process to some degree.

Team Orientation

Cooperation across different parts of the organisation is actively encouraged.
People work like they are part of a team.

Teamwork is used to get work done, rather than hierarchy.

Work is organised so that each person can see the relationship

between their job and the goals of the organisation.

Capability Development
Authority is delegated so that people can act on their own.

The capability of people is constantly improving.

There is continuous investment in the skills of employees.

The capabilities of people are viewed as an important source of competitive advantage.

© 2024 KPMG, an Irish partnership and a member firm of the KPMG global organisation of independent member firms affiliated with
KPMG International Limited, a private English company limited by guarantee. All rights reserved.
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01. Introduction

04.Results

4.1 Survey Results Overview

Overall results from the Adaptability quadrant

Staff indicated a deep
understanding of the core
customer wants and
needs.

*  While staff indicated that
they strongly understand
customer needs this does
not translate into the
implementation of
changes that could
improve the customer
experience.

* Innovation and risk-taking
did not appear to be
encouraged or rewarded.

+ Consistency in processes
were high in comparison
to scores on creating
change, highlighting
potential barriers to
implementing change in
the organisation.

KPMG

Creating Change

The way things are done is very flexible and easy to change.

We respond well to changes in our external environment.

New and improved ways to do work are continually adopted.
Different parts of the organisation often cooperate to create change.

Customer Focus
Customer comments and recommendations often lead to changes.

Customer input directly influences our decisions.
All staff have a deep understanding of customer wants and needs.
We encourage direct contact with customers by our people.

Organisational Learning
We view failure as an opportunity for learning and improvement.

Innovation and risk taking are encouraged and rewarded.
Learning is an important objective in our day-to-day work.

We make certain that everyone is informed about what is going on across the organisation.

© 2024 KPMG, an Irish partnership and a member firm of the KPMG global organisation of independent member firms affiliated with
KPMG International Limited, a private English company limited by guarantee. All rights reserved
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04.Results

4.2 Root Cause Analysis: Focus Group Insights

04. Results

The following outlines the key insights that were gathered in the Focus group sessions:

Vision

When asked about the RSA’s Vision, employees were clear on their desire to save
lives and reduce road deaths. Staff felt more connected to the vison of “Making Irish
Roads Safer for all Road Users” than Vision Zero. Employees understood the Vision
Zero goal but raised concerns over its attainability and see this as a challenge.
There also appears to be a level of confusion between the organisation’s vision and
the Vision Zero Strategy.

Core Values

Attendees were asked if they know the organisation's values. Overall, 45%
responded ‘Yes’, 35% responded ‘No’ and 20% responded ‘Not Sure’. This
indicated that there is an opportunity to ensure that the values are more widely
recognised across the organisation. To ensure a clearer understanding of the
values, staff believed these need to be included as part of performance reviews,
communicated better especially from management, and leadership should lead by
example.

Communication

Employees were asked to rate communication on a scale of 1 (Extremely Poor) to 5
(Extremely Strong). Across all the focus groups, top-down communication was rated
the lowest (Average — 1.85). This could mean that some employees feel a
disconnect from CLT and do not feel they are communicated with clearly.
Communication across Directorates averaged 2.03, within Directorates averaged
2.7, and within teams was deemed the highest, with 3.85. Overall, there appeared to
be an opportunity for increased open communication across the organisation.

Wellbeing

Employees were asked to express
what “being valued” means to
them. Staff highlighted a desire to
be appreciated and acknowledged
for hard work, treated with respect,
being communicated with clearly
and transparently and included in
the decision making process.
When asked why some employees
reported feeling undervalued, staff
considered this to be due to lack of
acknowledgement, lack of
resourcing and lack of allocated
time to avail of opportunities for
development.

Future State

Employees were asked to describe their ideal culture of the future — the most
common words used were resourced, collaborative, happy, progressive, inclusive.
This highlighted the direction the employees of the RSA wished for the organisation’s

future culture.

Creating Change

When asked about the extent to which employees
felt able to bring new ideas to management/teams,
the average response was 3.5/5. Reasons for not
bringing forth new ideas mainly focused on fear of
heightened workload as well as sentiments of
“nothing will be done anyway”.

Development

In terms of development, most employees took this
to mean: growth, progression, learning, recognition,
upskilling and education. When asked how the
RSA could support personal development, across
the focus groups it was clear that more time was
needed by employees to engage in training and the
online training system was described as difficult to
use. Driver testers expressed a keen interest in

training across other driver categories.

Teamwork and
Collaboration

The benefits of working collaboratively
were common across all focus groups. It
was deemed important for employees as it
allows them to feel supported, and helps
foster a “sense of belonging”. The positive
impact of collaboration and teamwork on
performance was also mentioned. There
was a desire to know what is going on
within other Directorates and collaborate
more where possible. A strong desire was
voiced to feel like a community, which
would boost team morale, as well as job
satisfaction and quality.

Customer Focus

funding and a

Employees felt that they do not have the
opportunity to fulfil the needs of all road users

due to a lack of resources including staffing,

lack of empowerment to

influence and implement new ideas.
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4.3 Desired to-be Future Culture

As part of the RSA’s People Strategy; the goal of the ‘Culture’ pillar states the following in terms of a desired culture at the RSA — to have ‘An engaging and inclusive culture that places
equality, diversity, and wellbeing at the forefront of all we do’. Following the analysis of all the data gathered and from the delivery of a session with members of the CLT, the following
word clouds represent the signifiers used to describe the desired to-be culture

improved

progreSS|Ve innovative

o leaders
. onersa ambitious
experiencec . 5
innovative Pbetionced el I 1IClen t

updated  respectful o e m p OWQ rl n g together Ssupportive .
teamwork = ha P Dy | collaborative
==xon COllaborati -

communication Ive I n Cl u Slve o delivere

satisfying
trust purposefu
supportive Ay P
resourced : respectful
4. Tesources acknowledgement -
less-stress 24 committed I
diVerse 'L-|'E‘\’.Hb|€‘ Strong I n C u S IV
Staff Focus group views CLT views

Comparing the Staff Focus group views with the CLT views, there was clear alignment between the two. Both groups have identified the need for a collaborative, progressive and
inclusive organisation, which supports and respects employees

It was clear that although there were slight variations between the groups, the over arching goals for the future culture of the RSA are generally aligned

Importantly, this view aligned with the current Culture goal in the People Strategy 2024-2026. The RSA have implemented actions to review resourcing, look at empowering
employees, fostering cross organisation collaboration, all of which will encourage a future culture aligned to the views above

KPMG



04.Results

4.4 Emerging Themes

Following the analysis of all the data gathered and from the delivery of a session with members of the CLT, the following themes emerged and these are listed on the left hand
side. Having conducted a review of the RSA Corporate Plan, we were able to align each of these themes to the specific areas of the Corporate plan and this is highlighted on the
right hand side. These themes also align to the goals established in the 2024-2026 People Strategy, at the bottom on the page. Alignment is crucial as it strengthens the
establishment of a cohesive and unified organisation ambition, demonstrating that the identified themes support the achievement of common goals.

Theme i Alignment to Corporate Plan

...................................................................................................

Leadership & | We lead by example, ensuring open and honest communication throughout the 4. Organisational 3. Innovation In
Management: | organisation Excellence Everything We Do

Having a clear understanding of our organisation’s vision and why we do what we do is vital. It g

helps drive our daily work as well as deliver on the Government Road Safety Strategy and Vision 1. Cus_tomer 2 Supportlng People

Zero. . e Experience :i..loDrive Change
Customer We will listen to customers and strive to provide the best possible service to them. 1. Cus_tomer 5. Partnership and
FBIES S Experience i Collaboration

.....................................................................................................................................................................

4. Organisational 2. Supporting Peopl 3. Innovation In
Excellence to Drive Change Everything We Do

We want to create a workplace that allows employees to be innovative and embrace change

........................................................................................................

RSA T ) ) . : 2. Supporting People ii 4. Organisational
Ve Our values will guide our daily attitudes and behaviours . to Drive Change Excellence

Collaboration | By developing teamwork and collaboration across the organisation we leverage 5. Partnership and 4. Organisational

& Teamwork: | strengths and build relationships Collaboration i ..[Excellence

Employee Together we build a workplace environment that supports positive wellbeing for all » 4. Organisational 5. Partnership and

Wellbeing: employees { Excellence Collaboration

Staff Staff need to be provided with the time and opportunity to support their personal NG 4 Organlsatlonal """""""" 1 Customer

Development: | development Excellence _ Experience
Goal 1: To be a people centric organisation that values the | | Goal 2: To support an evolving workplace and workforce that | | Goal 3: An engaging and inclusive culture that places equality,
employee experience at all stages on the career pathway enables our people to thrive diversity, and wellbeing at the forefront of all we do

People Strategy Goals
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05.Recommencdations

5.1 Categorisation of Activities

In order to build on what is working well at the RSA and to leverage the opportunities to develop, the following categorisation was used to help the RSA to prioritise activities and
to develop a roadmap.

22| Timeline (T): Estimated time required to implement an intervention
+ ST (Short-Term) 0 — 9 months
* MT (Medium-Term) 10 — 18 months
* LT (Long-Term) 18+ months

* In the roadmap described in the following pages, activities marked with * could be put in place immediately (and are deemed as quick wins)

ﬁno Effort (E): This represents the amount of perceived effort that is required by the RSA to implement the recommended action

» This was scaled between 1-5, with 1 being the least amount of perceived effort and 5 being the most amount of effort.

Value (V): This represents the amount of value that KPMG believes will bring to the RSA if a recommended action is implemented

+ This was scaled between 1-5, with 1 being the least amount of value and 5 having the most amount of value.

Ay
@5 Support (S): This represents the amount of external support that would be required in order to implement

» This was scaled between 1-5, with 1 being the least amount of external support being required and 5 involving a large amount of external support.
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5.2 Recommended Activities and Roadmap

The following activities were recommended in order to deliver improvements across each of the emerging themes identified following analysis
of the results — Leadership and Management, Vision, Customer Focus, Creating Change, Values, Collaboration & Teamwork, Wellbeing and

Staff Development.

05. Recommendations

Key
T: Timeline E: Effort
ST: Short-Term V: Value

MT: Medium-Term

S: Support Required

LT: Long-Term

Theme
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=
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&
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o
|

RSA’s Vision

Recommendations

Continue to build leadership capacity and capability development through coaching,
mentoring and development, expand on this to include innovation training.

Implement an employee recognition scheme.

Review annual performance reviews.

Review how the current Performance Management Framework (PMDS) is utilised by the
RSA and consideration of already identified opportunities for enhancement.

Develop tools and provide managers with the support needed to conduct meaningful
1:1s.

Leverage recommendation in the People Strategy to consider 360 feedback
mechanisms or other tools that would promote self-awareness and awareness of others,
and impact of behaviours where appropriate.

Deliver a CEO/Director led townhall and share the Culture Review results and discuss
incoming changes.

Increase management and leadership visibility amongst all staff e.g. in offices / meeting
testers at centres.

Include a management team spotlight in the newsletter / Intranet to increase visibility*.

Build staff awareness about the Vision Zero Strategy. Reinstate the difference between
the strategy and the RSA’s mission and vision.

More CEO/Director updates on strategy and to celebrate achievement of milestones.
Give opportunities for employees to give feedback and express their thoughts on this.

Provide a quarterly Vision Zero update in the newsletter.

Make "To save lives and prevent injuries by reducing the number and
severity of collisions on our roads.” tagline visible around working spaces. Build
connection to the organisation’s mission. Drive realignment to the vision.

MT

MT

MT

MT

MT

MT

ST

ST

ST

MT

ST

ST

MT

Theme

Customer Focus

o
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Recommendations

Organisation-wide communications required to highlight customer journey mapping and
customer personas conducted to re-enforce RSA’s focus on the customer.

Continue to work with parent department to secure resources, in order to provide for and
meet customer demands and needs. Prioritising resources for must need areas.

Share case studies in the newsletter and on the intranet e.g. good news stories, and
examples of service excellence.

Consider the use of task-management platforms and review of processes to optimise
efficiency and accountability of tasks.

As stated in the Corporate plan, a Customer Champion role was to be created at senior
levels. Develop a plan of support for this role to help further embed a culture of customer
excellence across the organisation.

Reconsider the use of the Change Facilitator Network, leverage this group to get the
most value-add.

Deliver a change management & change leadership suite of supports for managers and
staff to help them identify the role they play in affecting change.

Develop a robust change management approach, including communications to ensure all
staff are aware and informed of incoming changes. Ensure that staff are considered at
the start of a project. Improve culture of seeking staff views and integrate the customer
voice to drive change, ahead of implementing changes.

Continue to review any legacy systems and update where possible e.g. scheduling for
driving tests, online learning platform etc.

Promote the use of the MS forms suggestion box on MyRSA. Suggestions can be
brought forward to management at regular intervals.*

Give the opportunity to employees to contribute to strategic decisions — progressing the
commitment to demonstrate the importance of Employee Voice.

MT

LT

ST

LT

MT

MT

LT

LT

LT

ST

MT
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05. Recommendations

Key
5.2 Recommended Activities and Roadmap (continued) T: Timefine E: Effor
The following activities were recommended in order to deliver improvements across each of the emerging themes identified following analysis ST: Short-Term V: Value
of the results — Leadership and Management, Vision, Customer Focus, Creating Change, Values, Collaboration & Teamwork, Wellbeing and MT: Medium-Term S: Support Required
Staff Development. LT Lona.T
.Long-lerm

Theme

RSA's Values
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Employee Wellbeing

Recommendations T E V S
Values Re-Run: Values Week, leverage the newsletter to highlight those living the values,
discussion at yearly reviews and recognising employee behaviour alignment to the MT & 4 2
values.
Present how organisational values align to goals (CEO/Director-led) via a range of ST 2 5 0
channels - Townhall / Newsletter / Videos etc.
Increase knowledge sharing, the newsletter could be leveraged to share "what's my role"
. ] ) o ST 2 4 0
to highlight what is being done across the organisation.
Design an information pack on the RSA and make available to all employees, to include
information on each Directorate. This will increase employee connection across MT 3 4 1
organisation.
Work with existing sports and social committee to establish an annual calendar of events. ST 2 5 0
Introduce a Directorate-wide anchor day once a quarter to allow for meaningful MT 2 5 0
engagement across the organisation.
Maintain anchor days and create incentives to come in to offices e.g. Coffee Mornings, ST 2 5 0
management presence in offices could also be increased.*
Introduce employee recognition awards in teams e.g. praise box / sound hour or similar. ST 2 5 1
Ensure remote and blended working policy is documented. Each team should have
guidelines for flexible working. This will support the goal to embed the blended working ST 1 5 1
approach and new ways of working in a supportive manner.*
Review non-permanent contracts across the organisation to improve job security and
; . LT 4 5 4
employee wellbeing (where sanctioned to do so).
Implement a buddy system for new joiners.* ST 2 4 0
Increase frequency of Townhalls and include Driver Testers, twice a year at a minimum —
. . MT 5 5 0
this could reduce disconnect felt.
Introduce a wellbeing policy charter - No lunch/emails, meetings on weekends.* ST 2 4 0
Further develop wellbeing programmes - Mental Health Week, invite relevant speakers.
f ) . . MT 3 3 2
Look at reintroducing Regional Driver Tester Conference.
Re-run the Culture Assessment ~2 years to assess and build progress. LT 5 5 5
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Recommendations

Provide time for training for all staff. Ensure this is a priority from the Top-Down.

Progress the Goal 1.4 of the People Strategy to develop and deliver a strategic
Learning & Development plan aligned with future workforce requirements which offer
the RSA’s people meaningful career development opportunities.

Initiate an approach to empower employees to take ownership of their own
performance management discussions and career development, as per the People
Strategy.

Progress Goal 4.2 of People Strategy, to develop and implement an Equality,
Diversity & Inclusion plan for the RSA including a gender pay gap action plan.

MT 4 5 1

LT 4 5 5

MT 3 4 2

MT 3 4 2
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5.2.1 Short-Term Roadmap

Below are the identified short-term activities, with a recommended timeline of 0-9 months. By their nature, they require a lower perceived effort to mobilise, however the value
assigned to them is high as they can bring an immediate increase in employee engagement, and also enable the RSA to build a strong platform for greater strategic direction.

March 24 (~0-9 Months)

» Deliver a CEO/Director led townhall and share the Culture Review results and discuss incoming changes.
Increase management and leadership visibility amongst all staff e.g. in offices / meeting testers at centres.

* Include a management team spotlight in the newsletter / Intranet to increase visibility*.

+ More CEO/Director updates on strategy and to celebrate achievement of milestones. Give opportunities for employees to give feedback and express their thoughts on this.

* Provide a quarterly Vision Zero update in the newsletter.

+ Share Case Studies in newsletter and on intranet - Good News Stories; Service Excellence.
Promote the use of the MS forms suggestion box on MyRSA. Suggestions can be brought forward to management at regular intervals.*
Present how organisational values align to goals (CEO/Director-led) via a range of channels - Townhall / Newsletter / Videos etc.
Increase knowledge sharing, the newsletter could be leveraged to share "what's my role" to highlight what is being done across the organisation.

Work with existing sports and social committee to establish an annual calendar of events.

Maintain anchor days and create incentives to come in to offices e.g. Coffee Mornings, management presence in offices could also be increased.*

» Introduce employee recognition awards in teams e.g. praise box / sound hour or similar.

Themes

* Ensure remote and blended working policy is documented. Each team should have guidelines for flexible working. This will support the goal to embed the blended working -
approach and new ways of working in a supportive manner.*

.. RSA Vision
* Implement a buddy system for new joiners.* _
» Introduce a wellbeing policy charter - No lunch/emails, meetings on weekends.*
Creating Change
RSA Values
Collaboration & Teamwork

Employee Wellbeing

Staff Development

|
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5.2.2 Medium-term Roadmap

Below are the identified Medium-term activities, with a recommended timeline of 10-18 months. By their nature, they require an increased perceived effort to mobilise however
they are activities that will further drive the strategic direction for the RSA. They will significantly donate to the positive incline of the organisation’s Culture.

Dec 24 (~10-18 Months)

» Continue to build leadership capacity and capability development through coaching, mentoring and development, expand on this to include innovation training.

* Implement an employee recognition scheme.

» Review annual performance reviews.
Review how the current Performance Management Framework (PMDS) is utilised by the RSA and consideration of already identified opportunities for enhancement.
Develop tools and provide managers with the support needed to conduct meaningful 1:1s.

Leverage recommendation in the People Strategy to consider 360 feedback mechanisms or other tools that would promote self-awareness and awareness of others, and impact
of behaviours where appropriate.

Build staff awareness about the Vision Zero Strategy. Reinstate the difference between the strategy and the RSA’s mission and vision.

Make "To save lives and prevent injuries by reducing the number and severity of collisions on our roads.” tagline visible around working spaces. Build connection to the
organisation’s mission. Drive realignment to the vision.

As stated in the Corporate plan, a Customer Champion role was to be created at senior levels. Develop a plan of support for this role to help further embed a culture of customer
excellence across the organisation.

Organisation-wide communications required to highlight customer journey mapping and customer personas conducted to re-enforce RSA’s focus on the customer.

Reconsider the use of the Change Facilitator Network, leverage this group to get the most value-add.
Give the opportunity to employees to contribute to strategic decisions — progressing the commitment to demonstrate the importance of Employee Voice.

Values Re-Run: Values Week, leverage the newsletter to highlight those living the values, discussion at yearly reviews and recognising employee behaviour alignment to the
values.

. . . . . . . . \ o . Leadership & Management
Design an information pack on the RSA and make available to all employees, to include information on each Directorate. This will increase employee connection across

organisation. RSA Vision

Introduce a Directorate-wide anchor day once a quarter to allow for meaningful engagement across the organisation. Customer Focus

Increase frequency of Townhalls and include Driver Testers, twice a year at a minimum — this could reduce disconnect felt. Creating Change

Further develop wellbeing programmes - Mental Health Week, invite relevant speakers. Look at reintroducing Regional Driver Tester Conference. RSA Values

Provide time for training for all staff. Ensure this is a priority from the Top-Down. Collaboration & Teamwork
Progress Goal 4.2 of People Strategy, to develop and implement an Equality, Diversity & Inclusion plan for the RSA including a gender pay gap action plan. Employee Wellbeing

Initiate an approach to empower employees to take ownership of their own performance management discussions and career development, as per the People Strategy.
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5.2.3 Long-Term Roadmap

Below are the identified long-term activities, with a recommended timeline of +18 months. These activities will require a high level of perceived effort to mobilise and should only
be considered based on the prioritisation and achievement of short and medium term activities.

July 25 (~18 Months+)

Ensure resourcing needs are met in order to provide for and meet customer demands and needs.
Consider the use of task-management platforms and review of processes to optimise efficiency and accountability of tasks.
Deliver a change management & change leadership suite of supports for managers and staff to help them identify the role they play in affecting change.

Develop a robust change management approach, including communications to ensure all staff are aware and informed of incoming changes. Ensure that all people are
considered at the start of a project. Improve culture of seeking staff views and integrate the customer voice to drive change, ahead of implementing changes.

Continue to review any legacy systems and update where possible e.g. scheduling for driving tests, online learning platform etc.

Progress the Goal 1.4 of the People Strategy to Develop and deliver a strategic Learning & Development plan aligned with future workforce requirements which offer our people
meaningful career opportunities.

It is recommended that an implementation plan is incorporated into the current People strategy plan to ensure that benefits are realised. This will include

refinement of these activities into SMART goals, allocation of ownership/accountability and metrics to monitor effectiveness upon implementation. Themes

Leadership & Management

|

m © 2024 KPMG, an Irish partnership and a member firm of the KPMG global organisation of independent member firms affiliated with Document Classification: KP|

KPMG International Limited, a private English company limited by guarantee. All rights reserved.
Employee Wellbeing

Staff Development
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6.1 Conclusion

6.1.1 Key Findings

This culture review, guided by the five guiding
principles of the People Strategy, uncovered a
range of challenges being faced by the RSA in
terms of culture, these included the following:

® __ Staff feel disconnected from the RSA’s

wil Vision and Values.

A lack of capacity in some areas, has led
to some staff feeling overwhelmed by
§ workloads with staff seeking increased
recognition for the hard work being done.

O Staff feel that there is a lack of top-down

S~ A& communication within the organisation

m .

% W% This has led to staff feeling their voices

are not being heard in the decision
making process.

Staff thrive when there is a sense of
connection, teamwork and community.

6.1.2 Core Recommendations

To realise improvements to the RSA’s
culture it is important that the main
concerns are addressed.

Build connection back to the
RSA'’s Vision and Values.

088 Address resourcing issues and
SN )
associated challenges.

- Customer focus should be at the
‘.'f' heart of everything that is done
at the RSA.

é.q} Continue allocating time for
"“ professional development for all
staff.

@ Continue to support management

and leadership capability.

Leverage what is going well and

-
> % build on the desire for

aA. ., .4A collaboration and teamwork.

06.Conclusion

6.1.3 Next Steps

1. Openness

Be transparent and share findings with staff.
Support leaders to be accountable and enable them
to act as role models to employees.

2. Listen

Meet with and listen to staff, ensure their thoughts
and opinions are being heard and valued.

3. Keep the Momentum

It is important to leverage the momentum that has
been achieved so far with this culture review.
Implement actions and ensure there is consistent
progress being made and communicate this to
employees — a ‘You said, we did’ approach can be
hugely benéeficial.

4. Build on Success Factors

Building on the four critical success factors
described in the People Strategy, it is key to
encourage whole organisational commitment to any
actions that are delivered following this review; to
ensure adequate resources and budget is ring-
fenced; that a metric-based approach is adopted to
track progress and that the people impacts are
closely managed
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