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One-page summary 

This evaluation, commissioned by INLOGOV as part of an impact case study for the Research 
Excellence Framework 2021, has found that the impact of the 21stCentury Public Servant 
research has been extensive and that, for a small number of councils, the impact has been 
profound.  
 
Data was collected through a range of methods including survey, web search and INLOGOV 
records. This data included information for 211 of the UK’s 418 principal councils and allowed a 
quantitative and qualitative picture of impact to be drawn. Specifically, the evaluation looked at 
the three linked concepts of reach, mechanism and significance. 
 
Reach of the research impact 

• At minimum, around half of all principal UK councils have at least some awareness of the 
research with over half of these councils having a good awareness.  

• At minimum, around a quarter of all principal councils in the UK have experienced at 
least some benefit from the research with over two thirds of these councils 
experiencing significant benefit.  

 
English metropolitan boroughs, shire counties and shire unitaries had the highest levels of 
awareness and benefit. Scottish and Welsh unitaries along with English shire districts having the 
lowest (there was no data available for Northern Irish districts).  
 
Impact mechanisms 

The evaluation found that the 21st Century Public Servant research was translated into practice 
through the following impact mechanisms: 
 

1. Informing  
2. Assuring 
3. Challenging  
4. Framing  
5. Underpinning  

 
The most common of the five mechanisms was informing whereby the research was influential 
but alongside other sources and frameworks. For a smaller number of councils, the research 
was translated into practice through framing and underpinning, while these mechanisms were 
less common, the impact was more profound. 
 
Significance of the research impact 

In terms of activities, leadership development was the most prominent with many councils using 
the research with their senior management teams and for leadership ‘academies’. Workforce 
planning was also a common use as was competency/value /behaviour frameworks.  
 
In terms of beneficiaries it is clear that the research impact has been significant for many staff, in 
particular those in senior positions. This has been marked by culture changes, specifically around 
greater delegation and role flexibility. It is not known whether citizens are seeing any great 
difference at this time given the limited data in this respect. 
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Introduction 

This section provides an overview of the report, a summary of the 21st Century Public Servant 
research, information about the author and some acknowledgements. 

Overview 
The purpose of this report is to present the findings of an evaluation of the impact of 
the 21stCentury Public Servant research (the research). This research was conducted by the 
Institute of Local Government Studies (INLOGOV) as part of the Public Services Academy of 
the University of Birmingham and published in 2015. It has been produced in support of an 
impact case study for submission to the Research Excellence Framework 2021 (Unit of 
Assessment 20: Social Work and Social Policy).  
 
This evaluation was commissioned by INLOGOV and conducted by Dr Dave Mckenna, an 
independent consultant. The data collection, analysis and report drafting were conducted 
between September and January 2019. The data collection included speaking to a number of 
councils, an online survey and a web search.  
 
The structure of the report is as follows. The next section provides a summary of the 
evaluation design including a justification of choices and a description of the method used. After 
setting out the definitions provided in the draft guidance of the Research Excellence 
Framework, the focus and approach of the evaluation are discussed followed by a discussion of 
the procedures, ethical considerations and limitations of the evaluation.  
 
The three sections that follow represent the main body of the report and these set out the 
main findings of the evaluation. The first assesses the reach of the research, in other words, the 
proportion of principal councils in the UK that have awareness of the research or have 
benefitted from it. The second findings section outlines the mechanisms of impact, in other 
words, how the outputs from the research have translated into something of value for principal 
councils. The third findings section explores the significance of the research, in other words, the 
degree to which the research has changed local government policies and services and the ways 
in which it has impacted upon the practices of employees, citizens and partners. 
 
A short section at the end of the report brings together some brief conclusions. Technical 
annexes are also attached. 
 
Before moving onto the evaluation design, however, it is important to say something about the 
21st Century Public Servant research itself. 

The 21st Century Public Servant Research 
Following a Policy Commission into the ‘Future of Local Public Services’ (University of 
Birmingham Policy Commission, 2011), the 21st Century Public Servant project was set up to 
explore the changing roles undertaken by public servants and the associated support and 
development needs. The research was funded by the Economic and Social Research Council 
(ESRC) (ES/K007572/1), as part of a Knowledge Exchange project with Birmingham City 
Council. 
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Specifically, the research sought to address the following questions: 
 

• What is the range of different roles of the 21st century public servant?  
• What are the competencies and skills that public servants require to achieve these 

roles?  
• What are the support and training requirements of these roles?  
• How might central and local government better support and promote public service 

careers?  
 
There were two initial outputs from the research. First a rapid evidence appraisal was 
summarised in the report; ‘The 21st Century Public Service Workforce: Eight Lessons from the 
Literature’ (Needham et al., 2014). These lessons were: 
 

1. Future public services will require a different set of workforce roles than in the past 
2. Citizens are changing too 
3. Generic skills will be as important as technical skills for future public servants  
4. Ethics and values are changing as the boundaries of public service shift  
5. Emotional labour will be a key element of future public service work  
6. Perma-austerity is catalysing and inhibiting change  
7. Hero leaders aren’t the answer  
8. Lots of professions are coming to these conclusions, but are tackling the issues 

separately 
 
The main report; ‘The 21st Century Public Servant’ (Needham and Mangan, 2014) 
incorporated new findings from 40 semi structured interviews with practitioners alongside an 
online survey and focus group. The report highlights ten characteristics that are associated with 
the 21st Century Public Servant. The public servant: 
 

1. Is a municipal entrepreneur, undertaking a wide range of roles  
2. Engages with citizens in a way that expresses their shared humanity and pooled 

expertise 
3. Is recruited and rewarded for generic skills as well as technical expertise  
4. Builds a career which is fluid across sectors and services  
5. Combines an ethos of publicness with an understanding of commerciality  
6. Is rethinking public services to enable them to survive an era of perma-austerity  
7. Needs organisations which are fluid and supportive rather than siloed and controlling  
8. Rejects heroic leadership in favour of distributed and collaborative models of leading  
9. Is rooted in a locality which frames a sense of loyalty and identity  
10. Reflects on practice and learns from that of others 

 
Linked to this, the research also points to a series of roles for the new public servant as follows: 
 

• Networker 
• Municipal entrepreneur 
• Navigator 
• Systems architect 
• Story teller 
• Resource weaver 
• Commissioner 
• Broker  
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Dissemination of the research has been ongoing and conducted in a number of different ways 
including a dedicated website and blog, a card game and the Walk Tall e-book (Reeves, 2016) 
that highlights real life examples of 21st Century Public servants in practice. 
 
Having briefly outlined the research, the next section sets out the design of the evaluation. 

About the author 
Dave is a solution focussed practitioner with 20 years local government experience including 10 
years managing an award-winning council scrutiny team. During this time, he completed a PhD 
in local politics part time and was published in peer reviewed journals (Public Administration and 
Public Money and Management). Since September 2017 he has been an independent consultant 
and has worked with a range of organisations including the Centre for Public Scrutiny, the 
University of South Wales and the University of Birmingham. Currently he is an Honorary 
Research Fellow with the Department of Politics, Swansea University and a member of the 
Political Studies Association.  

Acknowledgements 
The author is grateful to everyone who gave up their time to take part in a telephone interview 
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at the moment. Thank you to Katherina Friese in Birmingham University for her help with the 
method. Thanks also go to everyone at INLOGOV for their help and support and in particular 
Liz Haydon whose practical input made such a huge difference. 
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Design and methods 

This section sets out the evaluation design including the choices made in the overall focus and 
approach and the methods used to calculate the reach of the research, understand the 
mechanisms of the research and assess the significance of the research. Ethical considerations 
and the limitations of the evaluation are also covered. First, however, it is important to set out 
the requirements of the Research Excellence Framework as these provide the conceptual 
foundation for this evaluation. 

Requirements 
The Research Excellence Framework guidance (in draft at the time of writing) describes 
research as ‘a process of investigation leading to new insights, effectively shared’ (Research 
Execellence Framework, 2018) and describes impact as ‘as an effect on, change or benefit to 
the economy, society, culture, public policy or services, health, the environment or quality of 
life, beyond academia’ (Research Execellence Framework, 2018). Furthermore: 

Impact includes, but is not limited to, an effect on, change or benefit to: the 
activity, attitude, awareness, behaviour, capacity, opportunity, performance, 
policy, practice, process or understanding of an audience, beneficiary, 
community, constituency, organisation or individuals in any geographic 
location whether locally, regionally, nationally or internationally… Impact 
includes the reduction or prevention of harm, risk, cost or other negative. 
(Research Execellence Framework, 2018: 107) 

It is also worth noting that ‘Impacts on students, teaching or other activities both within and 
beyond the submitting HEI are included (Research Execellence Framework, 2018: 107). 
 
Furthermore, in producing an impact case study: 

 ‘the narrative needs to explain:  

• how the research underpinned (made a distinct and material 
contribution to) the impact; and  

• the nature and extent of the impact  
Evidence is needed to corroborate both of these aspects, gathered in 
combinations that demonstrate: 
the reach (breadth) and the significance (importance) of the impact.  

  (Gilmore and Spillar, 2018: 15) 
 
These twin concepts of reach and significance are particularly important and are defined as 
follows: 
 

• reach = the extent and/or diversity of the beneficiaries of the impact, as relevant to the 
nature of the impact 

 
• significance = the degree to which impact has enabled, enriched, influenced, informed 

or changed the performance, policies, products, services, understanding, awareness or 
well-being of the beneficiaries  
(Gilmore and Spillar, 2018: 9) 
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The evaluation design, therefore, pays particular attention to the concepts of reach and 
significance when considering the impact of the 21st Century Public Servant Research, but also 
to the mechanisms that explain how the research made a contribution to the impact. 

Focus  
The evaluation focusses on principal councils in the UK and uses these councils as the primary 
unit of analysis. The rationale for this choice is twofold. First this ensures that the evaluation is 
manageable within the available time and resources. Second this provides a discreet data set 
allowing conclusions about reach to be made. The evaluation uses a list of 418 principal UK 
councils provided by the Ministry of Housing, Communities and Local Government in response 
to a Freedom of Information request (What do they know, 2017). The list includes council 
name and council type.  
 
The evaluation does not consider organisations outside of the UK nor does it include parish 
councils or partner organisations in its assessment of reach, mechanism or significance. 
Furthermore, the evaluation excludes combined authorities, joint working arrangements and 
membership organisations although these bodies have been used as sources of evidence. 

Approach 
The overall approach of the evaluation was to compile a series of complementary data sets, 
from a range of evidence sources that, once combined, could provide a robust picture of reach, 
mechanism and significance. From this approach followed two linked objectives: 
 

• To gather and analyse quantitative data that establishes the reach of the research 
impact; specifically, how extensively 21stCentury Public Servant research and resources 
have been understood and adopted by principal councils in the UK.  

 
• To gather and analyse qualitative data that establishes the mechanism and significance of 

the research impact; specifically, how 21stCentury Public Servant research has translated 
into practice, how it has affected different activities, benefitted practitioners and citizens 
and led to change within primary councils in the UK.  

 
These objectives were operationalised via the data collection and procedures described below. 

Data sets and sources 
Seven complementary data sets were compiled for the evaluation as follows: 
 
Phone and email survey 

The survey was designed with input from INLOGOV staff (see APPENDIX A). For the phone 
survey potential respondents were contacted by INLOGOV staff and details of those willing to 
take part passed onto to the researcher including interview date and times. Contacts for the 
email survey were also passed on by INLOGOV staff and represented known INLOGOV 
contacts. Survey responses were collected via Smart Survey (phone survey data entered 
directly by the researcher). In total 35 telephone interviews were completed, and 90 responses 
received via the web survey (629 emails were sent out in total including multiple individuals 
from some councils). All respondents, as far as is known, had organisational responsibility for 
human resources or organisational development as a minimum. A significant number were top-
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tier officers. A merging process was conducted to identify multiple responses from individual 
councils that left a total of 109 individual councils represented in this data set. 
 
Web searches 

A google search of the domain gov.uk for "21st Century Public Servant" was conducted on 24th 
September 2018 alongside a twitter search using the same search term, conducted on the 26th 
September 2018, and a search of the Knowledge Hub1 discussion board dedicated to the 21st 
Century Public Servant conducted on the same day. In total 76 councils with relevant and 
accessible online evidence were identified. 
 
Case studies  

Two case studies (North East Lincolnshire and the London Borough of Sutton) have been 
published on the Local Government Association website and these were incorporated into the 
quantitative and qualitative analysis. 
 
INLOGOV reports 

Data relating to 66 separate councils was provided by INLOGOV relating to events and 
projects featuring the research. 
 
Programmes 

This category included data from a programme for public health officers. The data covered 22 
separate councils. 
 
Tool purchases 

A set of 21st Century Public Servant ‘playing cards’ have been produced by INLOGOV in 
partnership with Podnosh. These have been used a number of workshops by INLOGOV and 
other national bodies. As one survey respondent reported; ‘what I experienced in the session 
with the cards was really helpful - helped to make it more practical’. A list of the eight councils 
purchasing multi-packs of card decks was provided to the researcher on 6 November 2018. 
 
Witnesses 

This data category was included to cover any other reports about councils not coming from 
either the councils themselves or INLOGOV. It includes data from a workshop at a Centre for 
Public Scrutiny annual conference and reports about other councils collected from survey 
responses. In total the category includes data for 24 councils. 
 
Evidence in total 

Overall, between the seven data sets, data referring to 211 out of 418 separate councils was 
collected.  
 

                                            
1 An online platform for public services to share advice a good practice: https://khub.net  



 

 10 

Methods 
Procedure for calculating reach 

The reach of the research was calculated against the following four measures: 
 
1. The % of UK principal councils that are known to have at least some awareness of the 21st 

Century Public Servant research 
2. The % of UK principal councils that are known to have a good awareness of the 21st 

Century Public Servant research 
3. The % of UK principal councils that are known to have gained at least some benefit from 

the 21st Century Public Servant research 
4. The % of UK principal councils that are known to have gained significant benefit from the 

21st Century Public Servant research 
 
It is important to note that each of these measures represents a known minimum and not an 
estimate based on a representative sample. The methods of data collection naturally privilege 
the capture of positive results and cannot therefore be used to imply anything about the 
councils for which there is no data available.  
 
Each measure was evidenced from a set of 16 valid indicators that were in turn evidenced from 
the seven data sets. The list of indicators mapped against the four measures can be found at 
APPENDIX B.  
 

 
 
For a council to have a positive result only one indicator required evidence. However, for many 
councils, indicators were supported by more than one evidence source and measures 
supported by more than one indicator. This triangulation should serve to add confidence to the 
results. 
 
In terms of process, an Excel spreadsheet was used to: 
 

• Store the primary evidence 
• Collate the primary evidence by indicator for each council in a separate sheet for each 

of the seven data sets 
• Collate the seven data sets together into a single master sheet showing the evidence 

for each council by indicator 
• Calculate a result for each of the four measures  

 
This spreadsheet provides, therefore, a means to verify the results for each indicator and 
measure. 
 
Procedure for analysing mechanism and assessing significance  

Broadly, the qualitative element of the evaluation research explored the mechanisms and 
significance of the impact through the following question / sub questions: 
 



 

 11 

1. How has the 21CPS research enabled, enriched, influenced, informed or changed the 
performance, policies, products, services, understanding, awareness or well-being of local 
councils? 

 
1.1. In what ways is the 21CPS research being used? 
1.2. What aspects of policy and practice have been influenced by the 21CPS research? 
1.3. In what ways have policy and practice been influenced? 
1.4. In what ways could the influence of the 21CPS research be described as significant? 
1.5. What have employees noticed to tell them that the 21CPS research has had a 

significant impact? 
1.6. What have citizens and service users noticed to tell them that the 21CPS research has 

had a significant impact? 
 
Text data was captured through the through the telephone survey, the email survey and the 
case studies. QDA Miner (lite) software was used to code this data. The following codes, 
reflecting the research themes and themes emerging from the research following an initial read 
through, were used: 
 
Mechanisms 

• Assuring 
• Catalyst 
• Challenging 
• Evidencing 
• Framing  
• Informing/influencing 
• Inspiring 
• Other mechanism 
• Underpinning 

 

Service activities 

• Competency/value/behaviour 
• Corporate change 
• Frontline 
• HR 
• Job evaluation/descriptions 
• Leadership development 
• Organisational development 
• Other  
• Performance management 
• Recruitment 
• Workforce planning 

 
Beneficiaries 

• Partner 
• Public 
• Staff 

 

Reach 

• Awareness 
• Benefit 

 

The research 

• About the research 
• Future research 
• Using the research 

 

Witnesses 

• Councils 
 

 
The coded text data was captured in an Excel spreadsheet and this was used to inform the 
qualitative findings of the evaluation. 
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Ethical considerations 
 
The ESRC framework for research ethics was followed for the evaluation as follows: 
 

• research should aim to maximise benefit for individuals and society and minimise risk 
and harm 

• the rights and dignity of individuals and groups should be respected 
• wherever possible, participation should be voluntary and appropriately informed 
• research should be conducted with integrity and transparency 
• lines of responsibility and accountability should be clearly defined 
• independence of research should be maintained and where conflicts of interest cannot 

be avoided they should be made explicit. 
 
In terms of consent, survey participants were informed fully about the purpose, methods and 
intended possible uses of the research and what their participation in the research entailed. For 
the phone survey participants this was done via a participant information sheet emailed in 
advance and the option to have this information repeated by the research as part of the 
interview script. 

 
The confidentiality of information supplied by research subjects and the anonymity of 
respondents has been respected and none of the information in the published report is 
identifiable with individuals. At the same time, full data sets, summary notes and coding reports 
are confidential to the evaluation team. 

Limitations  
As noted above, while data has been collected for around 50% of primary councils in the UK, 
this cannot be considered as a representative sample due to the heavy bias towards positive 
results in the collection methods. 
 
A second limitation is the focus of the data collection. A more extensive study would have 
gathered evidence beyond local government and the data directly available to INLOGOV. 
Evidence from partner organisations and from citizens would have created a fuller picture as 
would a more extensive survey or local government staff. These options were, however, 
beyond the resources of the evaluation project. 
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Reach 

The reach of the research refers to ‘the extent and/or diversity of the beneficiaries of the 
impact, as relevant to the nature of the impact’ [ref]. This section, therefore, explores how 
many principal councils are aware of and/or have experienced benefit from, the research. 
Findings have been broken down against council type and, given the framework of local 
government in the UK, therefore provides some sense of geographic variation. 
 
Evidence of reach is provided against four measures, in other words, the known number of 
principal councils in the UK that have: 
 

• At least some awareness  
• Good awareness 
• At least some benefit  
• Significant benefit 

 
In order to calculate these four measures of reach, data was captured and mapped against 16 
indicators. The data collected covered 211 out of the 418 principal councils in the UK. The 
findings have been broken down by council type.  

Awareness 
A council has been deemed to have some awareness of the research if there is evidence of 
one or more of the following:  
 

• A first or second tier officer or senior councillor reports that the council has some 
awareness of the research 

• At least one officer or councillor reports that they are aware of the research 
• At least one officer or councillor has taken part in a project or programme which 

prominently features the research 
• An inquiry has been made to INLOGOV by an officer or councillor 
• A knowledgeable witness (e.g. from a partner or national organisation) reports that the 

council has some awareness of the research 
 
A council has been deemed to a good awareness of the research if there is evidence of one or 
more of the following: 
 

• A first or second tier officer or senior councillor reports that the council has good 
awareness the research 

• Information about the research has been published on the council website 
• The research has been discussed and minuted at a council meeting 
• INLOGOV staff have discussed or presented the research to officers or councillors  
• A knowledgeable witness (e.g. from a partner or national organisation) reports that the 

council has good awareness of the research 
• Training tools have been purchased by the council 
• A first or second tier officer or senior councillor reports that the council has gained at 

least some benefit from the research 
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• One or more officers or councillors report that the research is being used in at least 
one service area 

 
This first measure is of principal councils that are known have at least some awareness of the 
21st Century Public Servant research. This includes councils that have only some awareness, 
only good awareness or both (the categories of ‘some’ and ‘good’ awareness are calculated 
separately). The evidence collected shows that, at minimum, 46.4% of principal UK councils 
have at least some awareness of the research. The highest figures are for the English 
Metropolitan Boroughs (80.6%), English shire counties (66.7%) and the English Shire Unitaries 
(58.9%). The lowest levels are for the Welsh and Scottish Unitaries (31.8% and 34.4%). No 
data was collected for the Northern Ireland Districts (see table 1). 
 
Table 1. The % of UK principal councils that are known to have at least some awareness of the 21st 
Century Public Servant research 
 

Council Type Total no. No. with data 

No. with at 
least some 
awareness 

% with at least 
some 

awareness 
English London borough 33 19 19 57.6 

English metropolitan borough 36 29 29 80.6 
English shire county 27 19 18 66.7 
English shire unitary 56 34 33 58.9 

All English Upper Tier Councils  152 101 99 65.1 

English shire district 201 86 77 38.3 
All English councils 353 187 176 49.9 

NI district 11 0 0 0.0 
Scottish unitary 32 15 11 34.4 
Welsh unitary 22 9 7 31.8 
All UK Councils  418 211 194 46.4 

 
The second measure is of principal councils that are known to have a good awareness of the 
21st Century Public Servant research. This includes only those councils for which there is 
evidence for one of the ‘good awareness’ indicators. The evidence collected shows that, at 
minimum, 27.5% of principal UK councils have a good awareness of the research. The highest 
figures are for the English Metropolitan Boroughs (61.1%), English shire counties (40.7%) and 
the English Shire Unitaries (35.7%). The lowest levels are for the Welsh Unitaries and the 
English Shire districts (13.6% and 19.9%) (see table 2). The relationship between the categories 
of some awareness and good awareness can be seen in chart 1. 
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Table 2. The % of UK principal councils that are known to have a good awareness of the 21st 
Century Public Servant research 
 

Council Type Total no. No. with data 
No. with good 

awareness 
% with good 
awareness 

English London borough 33 19 11 33.3 
English metropolitan borough 36 29 22 61.1 

English shire county 27 19 11 40.7 
English shire unitary 56 34 20 35.7 

All English upper tier councils 152 101 64 42.1 

English shire district 201 86 40 19.9 
All English councils 353 187 104 29.5 

NI district 11 0 0 0.0 
Scottish unitary 32 15 8 25.0 
Welsh unitary 22 9 3 13.6 
All UK Councils 418 211 115 27.5 

 
 
Chart 1: % of principal councils that are known to have some/good awareness of the 21st 
Century Public Servant research 
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Benefit 
A council is deemed to have gained some benefit from the research if there is evidence of one 
or more of the following indicators: 
 

• A first or second tier officer or senior councillor reports that the council has gained at 
least some benefit from the 21CPS research 

• One or more officers or councillors report that the 21CPS research is being used in at 
least one service area 

 
A council is deemed to have gained a significant benefit from the research if there is evidence 
of one or more of the following indicators: 
 

• A first or second tier officer or senior councillor reports that the council has gained 
significant benefit from the 21CPS research 

• The 21CPS research has been incorporated into a corporate policy and/or procedure 
• One or more officers or councillors report that the 21CPS research is being used in 

more than one service area 
 
The third measure of reach is principal councils that are known to have gained at least some 
benefit from the 21st Century Public Servant research. This measure includes councils that have 
experienced some benefit and those that have experienced significant benefit. The evidence 
collected shows that, at minimum, 24.4% of principal UK councils have gained at least some 
benefit from the research. The highest figures are for the English Metropolitan Boroughs 
(52.8%), English shire counties (40.7%) and the English Shire Unitaries (28.6%). The lowest 
levels are for the Welsh Unitaries and the English Shire districts (13.6% and 18.4%) (see table 
3). 
 
Table 3. The % of UK principal councils that are known to have gained at least some benefit 
from the 21st Century Public Servant research 

 

Council Type Total no. No. with data 
No. with some 

benefit 
% with some 

benefit 
English London borough 33 19 9 27.3 

English metropolitan borough 36 29 19 52.8 
English shire county 27 19 11 40.7 
English shire unitary 56 34 16 28.6 

All English upper tier councils 152 101 55 36.2 
English shire district 201 86 37 18.4 

All English councils 353 187 92 26.1 
NI district 11 0 0 0.0 

Scottish unitary 32 15 7 21.9 
Welsh unitary 22 9 3 13.6 
All UK councils 418 211 102 24.4 

 
The third measure of reach is principal councils that are known to have gained a significant 
benefit from the 21st Century Public Servant research. The evidence collected shows that, at 
minimum, 17.7% of principal UK councils have gained significant benefit from the research. The 
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highest figures are for the English metropolitan boroughs (38.9%), English London boroughs 
(27.3%) and the English shire counties (22.2%). The lowest levels are for the Scottish unitaries 
and the English shire districts (12.5% and 12.9%) (see table 4). The relationship between the 
categories of some benefit and significant benefit can be seen in chart 1. 
 
Table 4. The % of UK principal councils that are known to have gained significant benefit from 
the 21st Century Public Servant research 

Council Type Total no. No. with data 

No. with 
significant 
benefit 

% with 
significant 
benefit 

English London borough 33 19 9 27.3 
English metropolitan borough 36 29 14 38.9 

English shire county 27 19 6 22.2 
English shire unitary 56 34 12 21.4 

All English upper tier councils 152 101 41 27.0 
English shire district 201 86 26 12.9 

All English councils 353 187 67 19.0 
NI district 11 0 0 0.0 

Scottish unitary 32 15 4 12.5 
Welsh unitary 22 9 3 13.6 
All UK councils 418 211 74 17.7 

 
Chart 2: % of principal councils that are known to have some/significant benefit from the 21st 
Century Public Servant research 
 

 
 
Overall, then, it has been possible to collect evidence of the extensive reach of the research 
whether in terms of awareness or benefit. Approaching half of all principal UK councils have at 
least some awareness of the research with over half of these councils having a good awareness. 
In terms of benefit, around a quarter of all principal councils in the UK have experienced at 
least some benefit from the research with over two thirds of these councils experiencing 
significant benefit. 
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It is reasonable to suppose that awareness is more widespread that these figures suggest simply 
because those with awareness will be less visible to the data collection methods employed 
here. Survey contacts, for example, were made only with those councils who had previous 
contact with INLOGOV. This under reporting may also be the case in terms of the category of 
‘some benefit’. In terms of ‘significant benefit’, however, it seems likely that the majority of 
positive results will have been captured as it might be expected that policies and procedures, 
affected by the research will be visible to web searches. 
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Mechanisms 

This section describes the different mechanisms through which the 21st Century Public Servant 
Research was translated into practice, as, in determining impact, any evaluation needs to show 
‘how the research underpinned (made a distinct and material contribution to) the impact’ 
(Gilmore and Spillar, 2018: 15).  
 
The evaluation found that the 21st Century Public Servant research was translated into practice 
through the following impact mechanisms: 
 

1. Informing  
2. Assuring 
3. Challenging  
4. Framing  
5. Underpinning  

 
The first three mechanisms are typically partial in their contribution (i.e. the research has been 
used alongside other research and considerations) and the research itself is implicit (i.e. most 
people benefitting from the contribution would be unable to name the research). The final two 
mechanisms, however, will likely reflect the research being used as on its own and explicitly. 
 
Each mechanism is explored in further detail below. 

Informing 
The most common mechanism described by those who recognised benefits from the research 
was that of informing. This can be characterised as a process of influence, leading to benefits, 
but without explicit references to the research being necessarily visible in any final products. 
Typically, the 21st Century Public Servant research was influential alongside other sources and 
frameworks and used as one influence among many. 
 
Survey respondents described how the research has informed their work in a number of ways, 
for example;  
 

• The original document and content have been referred to at leadership events and 
taken into account as we develop our leadership programme 

• We've been mindful of the research - used some of that to inform our frameworks’ 
• Some of the research has informed OD development 
• It has influenced our job descriptions a lot - they are now more generic, and outcome 

based 
• We used the research to help influence the creation of our values, behaviours and 

workforce drivers. 
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Several respondents noted that staff might not recognise the research even though their work 
had been influenced by it. One said, for example: 

It's something we all use even if we don't name it. The Chief Executive and 
senior officers go to conferences and pick it up - I know they do as I have 
seen the agendas - then they bring it back (along with other research). They 
make generic statements, but I know, the detail behind these statements is 
from the research. 

Another talked about letting the research ‘seep naturally through the organisation’ with ‘people 
having different conversations even if they don't realise it’s the research’.  
 
In some cases, the research has been filtered as ‘some bits we like some we don't’. At the same 
time the language has been adapted so, for example; ‘we have changed some of the labels - 
they don't resonate with some of our cleaners and care staff - we've contextualised it, but we 
have taken the content’. 
 
Some described how the influence of the research was mixed with other things, either 
alternative frameworks or simply things that the organisation was already doing. One used the 
metaphor of a soup to describe how the research was being used: 

Staff would notice changes, but you might not be able to track this back to 
the research. Lots of things have coalesced together - like a soup of research 
and levers for change – 21st Century Public Servant is like one of the 
vegetables that go into the soup - the fundamental catalysts are government 
changes (onions) citizen demands are the stock - the vegetables are the 
flavour. 

Assuring 
A common theme in the data was that the research has been used to give confidence that an 
existing approach was the right one: Hence the assuring mechanism. As one put it; ‘we 
launched more value-based interviews - would have done anyway - research acted as a 
confirmation - not necessarily the trigger’. Another said; it has helped to confirm the direction 
we are going in’ and another said the research ‘supports the change we have going on - we 
were already aware of the need to look at these things - before the research was published - 
an affirmation that what we were doing was right.’ Another; ‘It’s comforting when you read the 
research and say we are doing that already - we were already on that journey’. Finally; ‘we were 
doing this anyway - helped us to see were on the right path but also strengthen our argument’. 
 
In many of these examples the research helped give a final push or provide a necessary piece of 
due diligence before an approach was implemented. For some councils, however, the value of 
the research lay, less in the conceptual framework that it provided, but more on the robustness 
of the evidence that supported it. In other words, the research helped them to do what they 
would have done already by adding more weight to their case for change to an internal 
audience. One said that the research; ‘supported our arguments for new ways of doing things’. 
Another said that the ‘research touched on things we were doing anyway and held up a mirror 
but don't think we did anything different because of it’. And another said the research provided 
reassurance; ‘because we know there is a huge amount of research gone into this - not just my 
gut instinct’. 
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Challenging 
One of the ways that the research has translated into practice is by challenging practitioners to 
think differently – even if they do not necessarily follow the conceptual framework as a result. 
Many talked about how the research has helped people to think differently about their work, to 
question things and to consider alternatives.’ It has been used ‘to help managers to think 
differently about the role they are creating in the organisation’ and to ‘help leadership teams to 
think about how they operate in a different world’ for example’ or ‘helping us to facilitate our 
conversations to help people to think about what they want for leadership - not directly using 
as a model but more of a prompt to get people thinking about what they want’. Another said, ‘I 
find the research provocative – it’s a catalyst for lateral thinking’. And another said ‘The role is 
different from 10 years ago and the research forces you to think differently’ 
 
In this context the research has been used for both leadership development and coaching. One 
described how the research has been used in their work to ‘re-imagine’ the Council: 

It's been a way of introducing a different way of talking about who we are 
and what we do - a different way of talking about things allows innovation 
unlike old tired ways of doing things. Councils have gone through such 
massive change - this helps people get unstuck from the traditional ways of 
doing things. In the model I see a genuine attempt to bring in some very 
different language and a very different way of looking at the world.  

Framing 
Framing refers to the way that the research has helped to organise and structure thinking and 
products. A number of councils have used the research in this way, typically while also explicitly 
recognising the research.  
 
The survey responses provided a number of examples where the research has been used 
formally to frame pieces of work, for example; ‘we have developed a talent and leadership 
academy that reflects the roles - whole range of services involved - each module focusses on 
one of the roles’. Another said that the research ‘helped frame our recently introduced 
manager framework which sets out competencies, behaviours and actions expected of all 
managers within the authority’ and another; ‘the research has been instrumental in shaping and 
influencing our transformation programme and in particular the cultural shift that is occurring 
across the organisation’ and another; ‘our National Graduates are using the research as a 
template for their own development and understanding expectations as local government 
officers’ 
 
At a more informal level the research has provided a framework for understanding and 
responding to change alongside a language for describing the new world of public service. As 
one put it: 

The research has helped frame for our workforce a better understanding of 
where we are now, the challenges that local government faces and for them 
to map their own skills against the skills and abilities required going forward. 

Another said; ‘we are giving employees the licence to do things differently without worrying 
who does it - has helped frame that’ and another that it had ‘helped people to frame what was 
changing. Given us a language to understand what was happening’. 
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Underpinning 
The underpinning mechanism describes when a council has taken the conceptual framework of 
the research and used it as the foundation for a new approach or initiative. While only a few 
councils picked up in the survey responses can be said to have followed this mechanism, the 
impact can be described as profound. Some examples from the data include; ‘our People Plan 
is based on the research’; ‘embedded into our Leadership Programme where we discuss the 
pressures and opportunities of each of the 21st Century Public Servant skills’; ‘our 
Organisational Development Strategy is based on the research and has used the concepts 
extensively to underpin our overall approach to people management and investment’; ‘we are 
redesigning our HR function and it is in the centre of that - part of the discussion now for HR 
as it wouldn't have been before’. 
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Significance 

This section sets out the significance of the 21st Century Public Servant research, where 
significance can be understood as ‘the degree to which impact has enabled, enriched, 
influenced, informed or changed the performance, policies, products, services, understanding, 
awareness or well-being of the beneficiaries [ref].  
 
The findings from the evaluation are provided first by service area and second by groups of 
beneficiaries, namely staff, citizens and partners. 

Activities 
The evaluation sought to understand the range of different activities benefiting significantly from 
the research and this was assessed via the email and phone survey. A question was included to 
check for the following activities: 
 

• Recruitment 
• Workforce planning 
• Job evaluation / design 
• Leadership development 
• Performance management 
• Competency / value / behaviour frameworks 
• Corporate change programmes 
• Front line services 
• Other 

 
From the merged results of the two surveys a total of 109 individual council cases were 
identified. The small number of ‘other’ responses’ were redistributed, partly to a new category 
of partnership working.  
 
Chart 3. Council activities benefiting from the 21st Century Public Servant research (survey 
responses) 
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Where councils are using the research, they are using it for more than one activity. So, for the 
56 councils in the sample who are using the research, 49 are using it for more than one activity 
and 20 are using it for 4 activities or more. This suggests that the research can be easily 
transferred and can be used in a variety of settings.  
 
Examples of the how the research has impacted on each of the activities is set out below. 
 
Recruitment 

A number of councils have been using the research to support a more values-based approach 
to interviewing in order to ensure that new staff are aligned to desired cultural norms. The 
research has also been used to inform a greater emphasis on competencies in recruitment. 
One respondent said, for example; ‘we brought in a greater element of competence into the 
recruitment process and I remember using this when putting that together’. 
 
Clearly, if the research is used in a meaningful way for recruitment then the impact will be seen 
in changes to the workforce that increase over time. 
 
Workforce planning 

Workforce planning is one of the most reported uses of the research from the surveys. The 
research has helped with the development of new roles and, in particular, the need for a more 
generic approach that moves away from specialisms. One respondent highlighted how their 
council ‘has used the concepts extensively to underpin our overall approach to people 
management and investment’. Another said: 

We’ve gone live with job families and competency framework this year - this 
was one of the underpinning pieces of research that has shaped this - shaping 
the future role of our leaders and the future direction of travel/ impact of 
our workforce used as part of the challenge… gives us a framework to 
articulate what we need from our future workforce. 

Job evaluation / design 

Job evaluation, in other words the process of ensuring a corporate approach to job roles and 
remuneration, was less reported in the survey. However, a number of councils are clearly using 
the research to inform the design of job descriptions. As one said; ‘It has influenced our job 
descriptions a lot - they are now more generic, and outcome based’. 
 
Leadership development 

The most reported activity for those councils using the research was that of leadership 
development. In fact, 47 of the 109 councils in the survey sample have been using the research 
for this purpose. While some are using the research for one-off training courses, management 
events or workshops, in some cases the research is being used to shape extensive leadership 
programmes. In this example, not only the content but the way the programme has been 
delivered has been influenced by the research: 

We have an academy based around the different roles that runs for 12 
months, delivered by internal facilitators or facilitators from external partners 
and we have embodied the principles in the way we have delivered it. The 
second cohort was opened up to partner organisations… this is very 
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significant because it is a very different approach - before we targeted this 
kind of thinking on senior levels, based on your grade. Our lightbulb moment 
from the research was that effective leaders can be anyone - anyone can 
apply - as long as line managers agree - people who have recently joined to 
experienced service managers - because we designed around roles it created 
a much more place-based experience … as long as they could demonstrate 
some leadership potential… we wouldn't have done that without the 
research. 

Performance management 

Although only 13 councils reported the research being used for performance management, the 
impact in these cases could be significant as the aim would typically be to involve all staff 
through appraisals and performance reviews. For example: 

We have a focus on developing our existing staff - changed our system 
completely - section on objective setting and a section on values and 
behaviours - all managers required to demonstrate what they are good at 
and areas for future development - 50% of appraisal conversation based on 
this… We have encouraged people to be more commercial - we have 
distilled the 10 characteristics into 6 and these are on our screen savers, so 
you would see it on our computers, big screens and on our lanyards - our 
values are really visible. 

 
Competency / value / behaviour frameworks 

This was the third largest category with 33 councils having used the research for their 
corporate frameworks for competency, values and behaviours. Typically, the research has been 
used as a framework for engagement with staff, for example” 

We took the characteristics and we did workshops with our managers across 
the org and we developed a whole new set of values and behaviours based 
in it - just changed the language slightly - the research is now incorporated in 
our performance management system so staff are aware. 

Our values as an organisation have been refreshed using the C21 Public 
Servant research to underpin our engagement and involvement with our 
colleagues. Refreshing our values and re-focussing them was crucial to ensure 
on-going resonance and recognition. 

The significance of these frameworks is that they are then used to shape other corporate 
policies and strategies. Staff involvement in the development of these frameworks also serves 
to embed wider awareness of the research and leads to new applications. 
 
Corporate change programmes 

A number of councils (23 from the sample) are using the research for corporate change 
programmes. These programmes are either described as initiatives to bring about culture 
change or as wider transformation programmes that have been introduced in response to 
significant financial challenges. As one respondent puts it: 

We have used the research to help in our Transformation Programme in the 
organisational design, the design of roles, in particular leadership and 
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management roles, as well as in the design and development of our 
Leadership & Management Team development programme. It also informed 
our Attitudes and Approaches Framework which was used to recruit all staff 
to the "new organisation and roles" and is being used in personal 
development planning. The research has been instrumental in shaping and 
influencing our Transformation Programme and in particular the cultural shift 
that is occurring across the organisation. 

These corporate initiatives can result in wholesale organisational redesign and so can have a 
profound impact on everyone involved in the organisation. 
 
Front line services 

While the research is being used primarily for corporate and human resource purposes, there 
were some examples from the survey results of impact on front line services. In particular, 
councils were using the research to help them to find new ways of working with communities 
with the emphasis on facilitating the community to more for themselves. One council has 
invested in a programme for frontline workers that has been underpinned by the research and 
will involve INLOGOV staff in its delivery. A lead officer describes it like this: 

We are really proud of the work that we have done - using the model we 
have tried to find a way that we can embed it into practice. We have a pilot 
involving 40 participants in three cohorts who will be working with 
communities to tackle real community issues - using the model as at the 
core. When the participants work with communities they will be asked to do 
so in partnership - not the traditional way, working generically and in teams 
across the council. I could probably tell you about each of the 10 
characteristics… Started Tuesday - launch event this week. Been designing 
the programme for a few months - INLOGOV won the contract. We were 
aware of the 21st Century Public Servant research before but translated into 
our language. Could already be starting to influence the 40 after the launch 
event. It’s not classroom learning but experiential development on real life 
issues. 

Partnership working 

While not prompted specifically on this topic, a small number of references were made to 
partnership working where the research has been used in contexts where services are being 
aligned or integrated. For example: 

We have introduced the concept to Health colleagues and discuss the 
behaviours/skills outlined as they are 21st century public servants too. They 
enjoy the approach and it works to look at cultural change/challenges 
associated with integration. 

The benefit of using the research is that it provides a shared and neutral language for those 
working in a collaborative context. It is possible that this use is much more widespread. 

Beneficiaries 
As well as the impact on different service activities there is also evidence that the research has 
had a significant impact on staff and perhaps some impact on citizens.  
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Staff 

The impact on council staff in a number of councils reflects changes in organisational culture 
that can be linked back to the research. As initiatives associated with the research have led to 
new corporate values, job roles and competencies, so this has been reflected in a greater sense 
of permission and delegation for staff. One survey respondent said that staff would notice: 

A more service user focus and less of an organisational focus and the 
management hierarchy - working together to make things happen. We are 
giving employees the licence to do things differently without worrying who 
does it – [the research] has helped frame that. 

This change in culture cannot be claimed to be widespread, however. Changes will only be 
evident in the 100 or so councils experiencing some benefit from the research. Even in councils 
actively using the research it seems likely that the majority of staff would not have noticed 
changes yet or, if they did, it would be in ‘small pockets’.  
 
Furthermore, the impact is much more marked at the top of organisations for it is the senior 
officers who have been more exposed to the research and who are taking part in the 
leadership development programmes that feature so prominently in terms of the activities 
where the research is being used. 
 
Nevertheless, there is evidence that this impact on senior staff can be significant. One phone 
survey respondent pointed to the differences that cabinet members were noticing in those 
officers who had been through a talent and leadership academy featuring the research:  

They are seeing a different style and approach at a leadership level - more 
open approach to conversations, for example the budget discussion was the 
most open I've seen. 

 
Citizens 

It is difficult to make too much of a judgement about the impact on citizens given that no 
evidence was collected directly from the public or from sources close to citizens other than 
from council officers. There were, however, some suggestions that citizens might begin to 
notice some changes as a consequence of the research. At one level these changes would be 
reflected in new working practices albeit in some service areas more than others. As one 
respondent put it: 

Citizens would notice less bureaucracy, less people involved, one point of 
contact. The research has helped us to understand what was happening and 
what needed to happen anyway. This leads to less siloed working. Had a 
successful campaign; [community campaign] based on we give you the tools 
you have to do it yourself … [the research] helped people to frame what 
was changing. Given us a language to understand what was happening. 

At a more formal level, where the research has been used for corporate change processes the 
resulting redesigned services will certainly lead to changes that citizens will notice. 
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Conclusion 

This report has presented the findings of an evaluation of the impact of the 21stCentury Public 
Servant research. Following the requirements of the Research Excellence Framework 2021 it 
has explored the impact of the research in three dimensions; the reach of the research, the 
mechanisms through which the research has been translated into practice and the significance 
of the research. The evidence upon which the report’s findings have been based has been 
gathered through a range of methods and includes information from 211 of the UK’s 418 
principal councils. 
 
In terms of the reach of the research impact, at minimum, around half of all principal UK 
councils have at least some awareness of the research with over half of these councils having a 
good awareness. Furthermore, at minimum, around a quarter of all principal councils in the UK 
have experienced at least some benefit from the research with over two thirds of these 
councils experiencing significant benefit. There are differences between council type. English 
metropolitan boroughs, shire counties and shire unitaries having the highest levels of awareness 
and benefit. Scottish and Welsh unitaries along with English shire districts having the lowest 
(there was no data available for Northern Irish districts).  
 
The evaluation found that, where the research was being translated into practice, this was 
happening in a range of ways. The most common of the five mechanisms identified was 
influencing whereby the research was influential but alongside other sources and frameworks. 
This was also the case for the assuring and challenging mechanisms although these were less 
common. For a smaller number of councils, the research was translated into practice through 
the mechanisms of framing and underpinning, the former referring to the way that the research 
has helped to organise and structure thinking and products, the later to referring to where the 
research has been used as the foundation for a new approach or initiative. While these last two 
mechanisms were less common in the evidence, the councils in question undoubtedly 
experienced a much more profound impact. 
 
Significance was evidenced though the range of activities and the beneficiaries that the research 
has had an impact upon. In terms of activities, leadership development was the most prominent 
with many councils using the research with their senior management teams and for leadership 
‘academies’. Workforce planning was also a common use as was the category of 
competency/value /behaviour frameworks. It is notable that use of the research extends 
beyond human resources and organisational development and features in many organisational 
change programmes. This suggests a deep level of impact for those councils. In terms of 
beneficiaries it is clear that the research impact has been significant for many staff, in particular 
those in senior positions. This has been marked by culture changes, specifically around greater 
delegation and role flexibility. It seems likely that citizens and partners are yet to see any great 
difference, however, it is difficult to reach conclusions given the limited data in this respect. 
 
Overall, then, the research impact of the 21st Century Public Servant on principal councils in the 
UK has been extensive and, for a small number of councils, the impact has been profound. The 
relevance of the research has been a key factor. As one survey respondent put it; ‘the research 
has great resonance with us. We have embedded (or we are continuing to embed) the 
research in all areas of our activities as an organisation’. The range of activities where the 
research is being used alongside the number of councils that are using it for more than one 
function points to its versatility and adaptability. This also suggests the potential for impact to 
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keep growing in future; particularly if INLOGOV continue to disseminate, promote and 
develop the research. 
 
To illustrate the degree of impact that the research can have, the last word is left to one of the 
survey respondents who stated simply that; ‘we are building it into our DNA’.  
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APPENDIX A: Survey form 

1. About this survey  
  
Hello, 
 
Thank you so much for helping us with this survey. 
 
It shouldn't take more than 10 minutes - we know you are busy. 
 
The purpose of this survey is to help evaluate the impact of research done by the Institute of Local Government 
Studies at the University of Birmingham called the 21st Century Public Servant. If you haven't heard of the research, 
there are still questions for you to complete and you will have the option to request further information.  
 
At the end of the survey you will also be taken to the 21st Century Public Servant website where you can find out 
more. 
 
Please be assured that personal information will be kept strictly confidential and will not be shared with anyone not 
associated with this evaluation. The data collected from this study will be summarised and no individual person will be 
knowingly identifiable from the results.  
  
We may use quotes but will make sure that you cannot be identified if we use anything you have written.  
 
A summary of the research will be published by the University of Birmingham on their website. 
  
Thanks again 
 
Dr Dave Mckenna 
 
Please note - this survey will close on 23rd November. 
 
2. About you  

1. Which council do you currently work for? * 

2. Your name  

 
  

Your job title  

 
  
 

4. Which of these options describes you best?  

 

  
Chief Executive 

  
Director or Head of Service (first or second tier officer) 

  
Senior Manager (third or fourth tier manager) 

  
Frontline or corporate support officer 

  

Other (please specify): 
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3. Awareness of the research (1)  

5. How much awareness would you say that you personally have of the 21st Century Public Servant research? * 
 

  
No awareness 

  
Some awareness 

  
Good awareness 

 
4. Awareness of the research (2)  
 
 6. Have you taken part in any projects, programmes, conferences or courses that have featured the 21st century 
public servant?  
 

  
yes 

  
no 

 
If yes, please give brief details  
  

  
7. Overall, how much awareness would you say the council as a whole has of the 21st Century Public Servant 
research?  
 

  
No awareness 

  
Some awareness 

  
Good awareness 

 
Please clarify if you need to  
   
 
5. Impact of the research (1)  
8. Overall, in your opinion, how much would you say that the council has benefitted from the 21st Century Public 
Servant research?  
 

  
Not at all 

  
Some benefit 

  
Significant benefit 

 
Please clarify if you need to  
   
 
6. Impact of the research (2)  
 9. As far as you are aware, how many service areas are using the research?  
 

  
none 

  
one 
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more than one 

 
7. Impact of the research (3)  

10. Thinking about your council, has the research has been used for any of the following in terms of either policy or 
procedure?  

 

  
Recruitment 

  
Workforce planning 

  
Job evaluations 

  
Leadership development 

  
Performance management frameworks 

  
Competency/value/behaviour frameworks 

  
Corporate change programme 

  

Front line services (please specify): 
  
 
  

 

 
Any others not listed above?  
  
 
  
 
8. Impact of the research (4)  
  
We would love to hear any examples of how the 21st Century Public Servant is being used by councils and how it has 
made a difference. 
 
We are interested in how policy and practice have been influenced by the research and what benefits there have been 
for staff and citizens. 
 
Please provide any examples you have below (up to five). 

11. Example #1:  

 
 

  
12. Example #2:  

 
 

  
13. Example #3:  

 
  
  
  
14. Example #4:  
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15. Example #5:  

 
  
  
 
9. More information?  
  
16. Would you be willing to take part in a follow up phone interview?  
 

  
Yes 

  
No 

 
 17. Would you like to be notified by INLOGOV when the results of this evaluation are published?  
 

  
Yes 

  
No 

  
18. Would you like to receive more information about the 21st Century Public Servant research from INLOGOV?  
 

  
Yes 

  
No 

  
19. If you have answered yes to any of the questions above, please provide your email here:  
 
  

10. Anything else?  

20. Is there anything else you would like to add?  
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APPENDIX B: Measures and indicators 

The four quantitative measures and associated indicators are as follows: 
 
1. The % of UK principal councils that have at least some awareness of the research 
 
Valid indictors: 

• A first or second tier officer or senior councillor reports that the council has some awareness of 
the research 

• At least one officer or councillor reports that they are aware of the research 
• At least one officer or councillor has taken part in a project or programme which prominently 

features the research 
• An inquiry has been made to INLOGOV by an officer or councillor 
• A knowledgeable witness (e.g. from a partner or national organisation) reports that the council 

has some awareness of the research 

2. The % of UK principal councils that have a good awareness of the research  
  
Valid indictors: 

• A first or second tier officer or senior councillor reports that the council has good awareness 
the research 

• Information about the research has been published on the council website 
• The research has been discussed and minuted at a council meeting 
• INLOGOV staff have discussed or presented the research to officers or councillors  
• A knowledgeable witness (e.g. from a partner or national organisation) reports that the council 

has good awareness of the research 
• Training tools have been purchased by the council 
• A first or second tier officer or senior councillor reports that the council has gained at least 

some benefit from the research 
• One or more officers or councillors report that the research is being used in at least one 

service area 
 

3. The % of UK principal councils that have gained at least some benefit from the research  
  
Valid indictors: 

• A first or second tier officer or senior councillor reports that the council has gained at least 
some benefit from the research 

• One or more officers or councillors report that the research is being used in at least one 
service area 

  
4. The % of UK principal councils that have gained significant benefit from the research 
  
Valid indictors: 

• A first or second tier officer or senior councillor reports that the council has gained significant 
benefit from the research 

• The research has been incorporated into a corporate policy and/or procedure 
• One or more officers or councillors report that the research is being used in more than one 

service area 
 


