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FAIR TRADING

Questions from the Hon Peter Primrose MLC

Audiometric Testing

Why did the Deputy Secretary say that there had been a cost-benefit analysis for the audiometric testing

exemption when answers to supplementary questions show there was no formal cost-benefit analysis?
What process did Safework undertake before deciding to extend the exemption for audiometric testing?
(a) Please include any consultations or studies that were undertaken to justify this decision?

(b) On what basis did Safework decide the testing exemption should continue in NSW even after the

model laws were introduced?

For supplementary question 4a the question asks how many onsite inspections have occurred at PCBU’s
around noise risk, please clarify the answer that 75 ‘on site visit type actions’ refer to inspector visits specifically

relating to noiser

For supplementary question 6d asking about examination of workers compensation claims for hearing, please
provide information about whether the link between the exemption and workers compensation claims has

been analysed?
(a) If so, how has it been analysed and what data has been produced to examine the link?

For supplementary question 5 around how Safework is regulating noise at the source, the answer points to
intervention from requests for service and notifiable incidents. How many requests for service and notifiable

incidents have there been around noise since 2018?
(a) Please provide a breakdown by year.

(b) Please provide information as to how many of these received an onsite inspection as a result of this

request or notification, broken down by incident or request per year.

(c) How many people attended these online forums ”Ask an inspector about noise” and how were they

advertised?

(d) For the mid 2021 program, how many compliance visits to manufacturing workplaces were there?

ANSWER:

1.

SafeWork NSW has not undertaken a formal cost benefit analysis for the audiometric testing exemption.
However, a national Report and Decision Regulation Impact Statement — Reducing regulatory burden in the model work
bealth and safety regulations was published in 2016 by Safe Work Australia. This Report followed extensive
consultation with stakeholders. The Report included costs and benefits regarding regulation 58 - audiometric
testing. SafeWork NSW is currently undertaking public consultation as to the costs and benefits to determine
whether the provision should be repealed or remain. The discussion paper can be found here:

https://www.haveyoursay.nsw.gov.au/audiometric-testing and consultation is open until 7 November 2022.



https://www.haveyoursay.nsw.gov.au/audiometric-testing

2. Prior to the introduction of national model work health and safety laws in NSW, there were no mandatory
audiometric testing requirements.
When the model work health and safety laws were introduced, a two-year transitional period was provided to
prevent unnecessary financial burden to businesses.
Safe Work Australia consulted nationally and released a combined Ministerial Report and Decision Regulation
Impact Statement in 2016 regarding the model Work Health and Safety Regulations. At that time the review
determined that audiometric testing remain in the Regulation.
(a) See response to Question 2 above.
(b) NSW issued an Exemption Order to provide NSW businesses enough time to prepare for the
commencement of clause 58 of the WHS Regulation.
Safe Work Australia undertook a national review of the Model Work Health and Safety Act in 2018. The
Exemption Order was again renewed to allow for this review to occur.
SafeWork NSW is currently undertaking public consultation on clause 58 (Audiometric testing) of the

WHS Regulation. Consultation is open until 7 November 2022.

3. Yes, this refers to onsite inspector visits where advice was provided relating to noise.

4. SafeWork NSW has not undertaken a formal examination of workers compensation claims for hearing loss and
if there are links with the exemption to the audiometric testing provision (clause 58). A stated above,
SafeWork NSW is currently undertaking public consultation on the audiometric testing provision (clause 58)

of the WHS Regulation.
(a) Refer to answer to Question 4.
5. Since 2018 there have been 566 Requests for Service and 16 notifiable incidents.

(a) SafeWork NSW Requests for Service and notifiable incidents for noise since 2018 by year:

Year Received Requests for Service Notifiable Incidents
2018 104 5

2019 105 0

2020 149 4

2021 131 5

2022 77 2

Total 566 16

(b)

Year Received Onsite inspection of
requests for service
conducted

2018 41

2019 30

2020 35

2021 26

2022 9

Total 141

Year Received Onsite inspection of
notifiable incidents
conducted




2018 2
2019 0
2020 2
2021 0
2022 0
Total 4
(c) 65 people attended the “Ask an Inspector about noise” online forums from November 2020 to March
2021 (during Covid lockdowns). These were advertised via LinkedIn, Facebook and SafeWork NSW
events website.
(d) 152 compliance visits were undertaken to manufacturing workplaces in the mid-2021 advisory

/compliance program (Noise Management Progtram).

Responses to Landcom notification

0. Why did Safework fail to answer the question posed in initial hearings on 7 September Safework where they
were asked about their response to a notification from Landcom regarding safety issues on the North Ryde
site about a year before Christopher Cassanidi died?

7. Why does the answer refer to an ‘inspector attending the site on 6 December 20177 when this was a Landcom
inspector, whose report led to the notification referred to in estimates?

8. What was the Safework response to the query about the safety of the site in the year before Christopher
Cassanidi’s death?

9. How many onsite inspections of the site did SafeWork inspectors undertake after they received that
correspondence, in the year before the fatality?

10, How many requests for service or notifiable incidents for the site did SafeWork receive in the year before the
fatality?

(a) What were these requests for setvice or notifiable incidents for?

@ Please provide the dates of these requests for service or notifiable incidents.
(b) How did Safework respond to each of these requests or notifications?

(if) Please provide the dates of these responses.

(i)  How many of these received an onsite inspection by Safework?

11, Did or any other Safework inspector undertake an onsite inspection of the site in February 20187
(a) If so, what actions did Safework take in response to this inspection?

ANSWERS

6. The question was taken on notice.

-
f

The answer previously provided by SafeWork was correct. As previously advised, a SafeWork NSW Inspector

did attend the site on 6 December 2017 following a Request for Service from Landcom.




8. In the year before Christopher Cassaniti’s death (between 1 April 2018 and 1 April 2019) there were four
incidents recorded for the entities Sydney Excavations Group and Ganellen P/L (also known as GN

Residential Constructions P/L). The SafeWork NSW response to these incidents is provided in the table

provided in the answer to Question 10 (a) and (b).

9. Refer to the responses to Questions 10 (a) and (b).

10.  Refer to the response to Question 8 and the details in the table below.

(a and (b):
Date / Reference number | Issue Outcome
Place* Entities
2-138186 Incident. Inspector attended site on 3
30/7/2018 Azzurri Concrete A concreter was occasions.
Group Pty Ltd and | pouring into a Notices issued:
GN Residential column when the e 1 x Prohibition Notice to
Constructions Pty concrete hose cease use of the plant
Ltd connection e 4 xImprovement Notices (1
rr.lal.funct.ion.ed, was cancelled)
hitting him in the e 2 x Section 171 notices
head. . . .

e  regarding managing risks of
flying objects associated with
plant, maintenance of plant
and to produce document/
item.

All notices were complied with.

2-139713 Incident. Inspector attended site on 2

24/09/2018 Ganellen Pty Ltd Hammerhead occasions.

and crane jib collided Notices issued:

Titan Cranes & with the dropped ° 2x Improvement Notices

Rigging Pty Ltd rope of a luffing issued to revise systems of
crane. Minor work and the crane was shut
damage to cranes. down until full inspections
No injuries. were completed by

independent engineers.
All notices were complied with.
2-141348 Incident. Inspector attended site.
20/11/2018 Ganellan Pty Ltd Loading platform | Section 171 Notice issued to
on building was produce documents.
being extended to | Notice was complied with.
relocate. Lost
control of one of
the props and it
fell from L5 to the
ground below.
No injuries.
22/1/2019 2-142794 Incident. Inspector attended site.
GN Residential A bricklayer fell Notices issued:
Constructions Pty from the scaffold. e 1 xImprovement Notice
Ltd Identified that the regarding incomplete scaffold
spreader bar had e 1 x Section 171 Notice to
been removed. produce documents.
All notices were complied with.




1/4/2019 2-145019 Fatal Incident that | Inspectors attended.

GN Residential was the subject of | Notices issued:

Constructions Pty a prosecution. e Prohibition Notice issued

Ltd,Joel Barnett, e Section 171 notice to produce

Director document/item
e  Section 178 notice receipt for

item.

SateWork NSW immediately
commenced investigation through
its Investigation and Emergency
Response Team.

11.  The SafeWork NSW records do not show attending the site (25-27 Epping Road Macquarie
Park) in February 2018. A search of this workplace address does not record any SafeWork NSW visits during
February 2018.

(a) Refer to the response to Question 11.

Aussie Skips incident

12.  Inresponses to questions on notice about Aussie Skips, it is not clear whether each request for service (which

appears to be 4) received an onsite inspection, please indicate whether each request for service received an

onsite inspection?

()
(b)
(©
(d)

What was each request for service for? Please include the date.
What was the project visit in relation to? Please include the date.
Please outline the date of every onsite inspection to that site?

Please outline how the request for service was dealt with, for example through correspondence, phone

call or onsite visit?




ANSWER:

12, In the two years preceding the date of the fatality (24 May 2018) there were four Requests for Service (RFS)
for Aussie Skips entities located at Strathfield South NSW. This includes one RFS made on the date of the
fatality. On that date, SafeWork NSW also received a Notifiable Incident of the fatality.

The “Project Visit” referred to in the response to the Questions Taken on Notice at the Budget Estimates

Hearing concerning Aussie Skips was an error.

(@)
INo. [Date of RES | Natute of each RFS

1 [24 May 2018 | RFS raised by a neighbour raising concern about the fatal incident at
(date of site.
fatality)

2 |4 May 2018 | RFES raised anonymously. Safety concerns reported include:

- traffic controls inadequate onto public road

- traffic management onsite unsafe

- asking staff from other businesses to climb on top of truck
trailers to cover loads without fall protection.

3 23 April 2018 | RES raised by a subcontractor. Safety concerns reported include:

- no pedestrian and traffic management — for example provided
of backing a B trailer up a driveway with cars coming the other
way no spotters - takes over an hour to back the trailer up this
driveway

- concerns about asbestos in loads delivered to site

- no exclusion zones around where plant is operating

- truck drivers standing on trailers while excavator is loading
truck.

4 125 August RES raised. Safety concerns reported include:

2017 - Failure to notify SafeWork NSW of an incident where an
excavator tipped over at site

- Report notes that the excavator was pulled back upright with
another excavator and recommenced work again with excavator
on the same position on top of the rubbish

- Reports no workers injured.

(b) No project visits occurred.

(©

No. | Date of RES Visits related to RES

1 24 May 2018 RFS
Site Visit - 24 May 2018
Note — a notifiable incident was raised on
the same date and SafeWork NSW visited in
relation to that incident on 24 May 2018, 28
May 2018, 08 June 2018 and 23 July 2018

2 4 May 2018 RES
Site Visit — 24 May 2018

3 23 April 2018 RFS
No site visit




4 25 August 2017 RFES
Site Visit — 30 August 2017
Site Visit — 21 November 2017

(d

No. | Date of RFS Actions in relation to RFS

1 24 May 2018 Site Visit
Note — in relation to the notifiable incident
on 24 May 2018 SafeWork NSW conducted
an investigation, and subsequently, brought
a prosecution against the PCBU.

2 4 May 2018 Site Visit.

3 23 April 2018 Cortrespondence to the PCBU.

4 25 August 2017 Two Site Visits.

Ability Barge Services

13, In responses to questions on notice about Ability Barge Setvices, please provide clear information about
whether there were any notifications for the site in the time specified?

14.  For any requests for service or notifications, what were they for and when did they occur?
(a) Were the request for service followed up with an onsite visit?
(b) If so, when did this occur?

15, For the two inspections, were they both onsite inspections?
(a) Please indicate what the two inspections were for.

16.  Please provide details of any notices given to Ability Barge services between 2019 and 2022, providing dates
and types of notices.

ANSWERS

13.  During the time specified there were three Requests for Service (RFS) and a workplace incident notified to
SafeWork NSW.

14.




. |Date of

RFS/WI

Nature of Each RFS/ W1

6 December
2020

Triaged for Inspector Response. The notifier reported concerns
about:

e No licensed crane drivers and crane not certified

e  Dropping a 2-tonne hammer to break up old fibreglass boat
e  Exit blocked and no room to move around

e  Leads on ground but no test tag

e  Cutting fibreglass with chainsaw dust

e  Excessive rubbish; and

e A person was pinned by a pile on the tugs.

W1

27 January
2021 (date
of fatality)

Workplace Incident: This incident was triaged for Inspector
Response. The first of a number of visits was conducted on 27 January
2021.

A fatal incident was notified by NSW Police. Incident was notified as
related to a barge mounted crane.

14 Februaty
2022

In response to the RES correspondence was sent to the PCBU
outlining the safety concerns raised and requesting the PCBU review
its processes and take action. No visit was conducted. The notifier
reported concerns about:

e  Crane operators not licenced for a slew crane
e Regularly operating lifting timber putting others at risk
e  No signage and no exclusion zones

e Noted previous incidents at the site.

24 May
2022

This RES was triaged for Inspector Response. A visit was conducted
on 1 June 2022. The notifier reported concerns about:

e Notifier was concerned about practices at site

e There were four cranes in the yard and only one was working. The
size of working crane is approximately 20 tonnes. Concerns were
raised around cranes including lack of servicing, unlicensed
operators, and age of the crane

e  Concern about the two boats including lack of servicing over an
extended period of time, condition of boats and ropes.

15.

(@)
(b)

Workplace Incident: onsite visits on 27 January 2021, 28 January 2021, 3 February 2021, 4 February

RES 3 had an onsite visit.

RES 1: no onsite visit.

2021, 18 February 2021, 4 March 2021, 5 March 2021.

RES 2: no onsite visits.

RFS 3: onsite visit on 1 June 2022.

Yes, they were onsite inspections.
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(a) Refer to the answer to Question 14.

16.  During the specified period there were 32 notices issued in total. Details of Notices by date, type and reason

is provided below:

Issue Date | Notice Type

Notice Type Text

28/01/2021 | Improvement

General Work Health and Safety Notice-primary duty of
care-PCBU - Improvement

28/01/2021 | Improvement

S19 - Primary Duty of Care — Improvement

29/01/2021 | Improvement

Plant - manage risks - PMC - Improvement

29/01/2021 | Improvement

Falls - safe access/exit - PCBU - Improvement

29/01/2021 | Improvement

Bullying - inadequate systems - Improvement

05/02/2021 | Improvement

Hazardous chemicals - manage risks - PCBU -
Improvement

05/02/2021 | Improvement

Plant - manage risks - PMC - Improvement

05/02/2021 | Improvement

Plant - maintenance/inspection - PMC - Improvement

05/02/2021 | Improvement

Plant - guarding - PMC - Improvement

05/02/2021 | Improvement

Falls - safe access/exit - PCBU - Improvement

05/02/2021 | Improvement

General workplace management - unsafe workplace -
PCBU - Improvement

05/02/2021 | Improvement

Construction hazards - manage risks - PCBU -
Improvement

05/02/2021 | Improvement

Electtical - inspection / testing - PCBU - Improvement

05/02/2021 | Improvement

Plant - guarding - PMC - Improvement

05/02/2021 | Improvement

Falls - other - PCBU - Improvement

06/05/2021 | Improvement

General workplace management - unsafe workplace -
PCBU - Improvement

02/06/2022 | Improvement

Due Diligence — knowledge of duties (s27) -Improvement

27/01/2021 | Prohibition

Plant - manage risks - PMC - Prohibition

03/03/2021 | S155

Provide information, documents and/or give evidence

10/03/2021 | S155

Provide information, documents and/or give evidence

10/03/2021 | S155

Provide information, documents and/or give evidence

25/05/2021 | S155

Provide information, documents and/or give evidence

25/05/2021 | S155

Provide information, documents and/or give evidence

29/06/2021 | S155

Provide information, documents and/or give evidence

29/06/2021 | S155

Provide information, documents and/or give evidence

03/08/2021 | S155

Provide information, documents and/or give evidence

12/08/2021 | S155

Provide information, documents and/or give evidence

10/10/2022 | S155

Provide information, documents and/or give evidence

27/01/2021 | S171

Produce documents and answers to questions

03/02/2021 | S171

Provide information, documents and/or give evidence

02/06/2022 | S171

Provide information, documents and/or give evidence

27/01/2021 | S198

Non disturbance

Safework Inspector resignations
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17.  For the 26 resignations please specify how many resignations were alone and do not include retirements or

transfers to other agencies.

ANSWER
17. In 2021/22 there were 26 resignations, of which seven were retirements, nine were transfers to other

Government agencies, and the remaining ten were other resignations.

Safework People Matters Survey

18, Mr D’Adam asked for 5 years of People Matters Surveys for Safework, why were they not submitted?

19, Please provide information about the reporting the PMES Survey for the Department of Customer Service,

including the levels of reporting for Business Units and names of those Business Units.

20, The People Matters Survey 2018 generated a report, Large Business Unit, Finance and Services, Better

Regulation, Safework NSW, why was this not submitted given it separates results by regulator?

21.  Given the above information from the Government that the surveys are not separated by regulator, from what

date were PMES survey results no longer separated by regulator?

22, Please supply the Large Business Unit, Finance and Services, Better Regulation, Safework NSW results for
2019, 2020, 2021.

(a) If these reports are not available for Safework, please provide the results for Better Regulation for

those years.

23.  As requested at estimates, and in question 75-please provide all survey results for the following areas, to the

closest possible survey level:
(a) Investigation and Emergency Response Directorate,

(b) Metro Operations and Strategic Interventions.

ANSWER

18.  Attached are the following PMES Results from the last 5 years:
e The 2017 PMES Report (Tab A)
e The 2018 PMES Report (Tab B)
e The 2019 PMES Report (Tab C)
e The 2020 PMES Report for Better Regulation Division (Tab D)

e  The 2021 PMES Report for Better Regulation Division (Tab E)

The 2022 PMES Report is currently being made available by the NSW Public Service Commission and can be

made available to the Committee shortly.

12




19,

20.

21,

22,

The PMES asks employees about their experience and perceptions of a range of workplace issues and
practices, including management and leadership, service delivery, employee engagement, diversity and

inclusion, public sector values, and unacceptable conduct.

The Department of Customer Service (DCS) receives reports that summarises the answers of our staff. The
reports only show results for groups when 10 or more people in the group have responded. Open text
comments must have 30 respondents for results to be produced.

All areas of DCS are grouped in the following way:
Level 0: NSW Public Sector
Level 1: Cluster - Customer Service
Level 2: Department - Department of Customer Service
Level 3: Division — Better Regulation
Level 4: Branch —Executive Director level in Better Regulation Division for this years PMES was:
e  Policy and Strategy
e Compliance and Dispute Resolution
e Investigations and Enforcement
e  Licensing and Funds
e  Community Engagement
e Business Operations, Performance and Assurance
e  Office of the Registrar General
e  Professional Standards
Level 5: Business Unit — Director Level
Level 6-9: Teams — Manager level where minimum reporting requirements are met.

Feedback is provided to Director level and above, with work on addressing feedback focused on a

workgroup level.

Results are restricted where responses fall below minimum levels. Engagement scores are produced for
teams with 10 or more responses, however a report has information restricted where responses for
demographic information is below 50 in each group. Comments are not released for groups where there are

less than 30 responses.
The 2018 Large Business Unit report for SafeWork is attached (Tab B).

A functional realignment of the Better Regulation Division commenced in June 2019 and was finalised in

April 2020. The PMES Results from 2020 onwards are aggregated at the Better Regulation Divisional level.

Refer to the response to Question 18 that contains the PMES reporting since 2017.
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As per the response to Q21, there was a functional realignment of the Better Regulation Division completed
in April 2020. Therefore for 2020 and 2021 there is no specific SafeWork report and rather the results are

provided across Better Regulation Division and by functional stream.
(a) Refer to the response to Question 22.

23.  PMES information in respect of Investigations and Emergency Response Team is provided under the
applicable heading below. There is no team within BRD titled “Metro Operations and Strategic
Interventions”. However, we have provided information about the Directorate of Metro Operations within

the Compliance and Dispute Resolution functional stream under the applicable heading below.

Investigations and Emergency Response Team

The Investigations and Emergency Response team is a Directorate that sits within the Investigations and

Enforcement function stream.
The 2021 survey results for Investigations and Emergency Response is attached (Tab F).

Metro Operations

The Strategic Interventions team sits with the Directorate of Metro Operations within the Compliance and

Dispute Resolution functional stream.

The 2021 survey results for Metro Operations is attached (Tab G).

Psychological claims

24, On page 24 of the hearing itself Mr D’Adam asked for 3 years data on psychological claims in Safework NSW
— please provide the answer for this, including information on how many claims were submitted, accepted and

rejected?

ANSWER:

24.  The response was provided by Secretary Hogan at page 60 of the hearing transcript. That is, there were 35
claims under the Safework Policy over the past three years. Of these, nine were psychological safety claims.
Of those nine claims, four were in 2019-20, one in 2020-21 and four in 2021-22. Six of the of the nine claims

were accepted, two were denied and one was withdrawn.

Authorised inspector numbers

25, The clear intention of supplementary questions question 19 - 21 were for numbers of roles for authorised

inspectors for Safework, Fair Trading, and Liquor and Gambling, what are the numbers?

(a) How many of these positions are filled?
ANSWER:
25. In the Department of Customer Service Better Regulation Division there are:

e 370 SafeWork NSW Inspector roles with 336 of these roles filled as at 17 October 2022. 13 of the 336

Inspectors are not yet authorised; and

14




e 234 NSW Fair Trading Inspector and Investigator roles, with 208 of these roles filled as at 17 October
2022. This figure includes investigators (including building, property, tow truck and building certifier
investigators), inspectors (including automotive), compliance officers, auditors, and technical and

compliance officers.

Liquor and Gaming NSW is within the Department of Enterprise Investment and Trade. The question

regarding their authorised inspector roles should be directed to the Minister for Hospitality and Racing.

(a) Refer to the answer to Question 25.

Resource Regulator

26.  For question 92 which asked for referrals to the Resource Regulator how many were there in 2022?
(a) Please provide type of matter?
(b) How many requests for investigations the Resource Regulator were there during this period?
ANSWER:

26.  There have been no referrals made by SafeWork NSW to the Resources Regulator during 2022.
(a) Refer to the answer to Question 26.

(b} Refer to the answer to Question 26.

15
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NSW Public Sector Employee Survey

LARGE BUSINESS UNIT
Finance an d Services

Department of Finance, Services and Innovation

Better Regulation



HEADLINES

RESPONSE
RATE

83%

895 OF 1,075 TOTAL
RESPONDENTS

ENGAGEMENT WITH
WORK

69%

DIFFERENCE FROM

PARENT* +1
DIFFERENCE FROM
PUBLIC SECTOR -2

NSW People Matter Employee Survey 2017

EMPLOYEE
ENGAGEMENT

63%

DIFFERENCE FROM
2016 Y

DIFFERENCE FROM
PARENT*

DIFFERENCE FROM
PUBLIC SECTOR

HIGH PERFORMANCE

64%

DIFFERENCE FROM
PARENT* -1

DIFFERENCE FROM
PUBLIC SECTOR

SENIOR MANAGERS

50%

DIFFERENCE FROM .
2016 5

DIFFERENCE FROM
PARENT* -2

DIFFERENCE FROM .
PUBLIC SECTOR 3

PUBLIC SECTOR
VALUES

65%

DIFFERENCE FROM
PARENT* o

DIFFERENCE FROM
PUBLIC SECTOR +4

PAGE 02

COMMUNICATION

67%

DIFFERENCE FROM .
2016 7

DIFFERENCE FROM .
PARENT* 2

DIFFERENCE FROM .
PUBLIC SECTOR 7

DIVERSITY &
INCLUSION

73%

DIFFERENCE FROM
PARENT* Y

DIFFERENCE FROM
PUBLIC SECTOR +5

i

QUESTIONS ARE
GROUPED INTO

THEMES IN THIS
REPORT.

This page compares the
aggregate scores for key
themes. The individual
questions in each group are
listed in the All Questions
section. Comparisons with
2016 are not included where
the number of questions were
reduced for 2017.

The Employee Engagement
score is weighted. It cannot be
compared to the other scores
which are the average of the %
agreement results (strongly
agree and agree scores).

Response Rate: some entities
exceed 100% where responses
were greater than the employee
headcount. This is thought to be
primarily due to employees
selecting the wrong work
location in the survey or closing a
partially completed survey then
needing to start a new one if
their password is forgotten or
lost.

*Parent refers to Department of
Finance, Services and Innovation

ORC International | www.orcinternational.com




KEY DRIVERS OF ENGAGEMENT

o arent refers to Department of Finance, AGREEMENT % AGREEMENT ~ AGREEMENT 7 AgSEEEENT
2016 PARENT* SECTOR
WHAT TO Q6h. | feel that senior managers listen to employees 44% 38% 46% 41%

FOCUS ON?

Employee Engagement
scores at different levels Q7f. My organisation is committed to developing its employees 51 % 51% 50% 50%

are shown in earlier and
following pages.

These results show the :
st that are the most Q6c. I.fee_l that senior managers model the values of my 51 % 43% 539% 48%
significant influencers of organisation 0
employee engagement in
the workplace at this
reporting level.
Q@6a. | believe senior managers provide clear direction for the 48° 40% 519% 48%
If engagement scores are future of the organisation %o ° ° °
high, other scores are
often high as well.
Q6Db. | feel that senior managers effectively lead and manage 420 279 47% 44
change % 0 0 )
Q7c. | feel that change is managed well in my organisation o 31% 36% 39%
%

NSW People Matter Employee Survey 2017 PAGE 03 ORC International | www.orcinternational.com



HIGHEST AND LOWEST QUESTIONS

HIGHEST AGREEMENT
SCORING QUESTIONS

AGREEMENT
2017

LOWEST AGREEMENT
SCORING QUESTIONS

AGREEMENT
2017

2a.

Ta.

2c.

2e.

5b.

4a.

5d.

5a.

2b.

5c.

My workgroup strives to achieve customer/client
satisfaction

| understand what is expected of me to do well in my
role

| receive help and support from other members of my
workgroup

People in my workgroup treat each other with respect

My manager listens to what | have to say

| am paid fairly for the work | do

My manager encourages and values employee input

My manager encourages people in my workgroup to
keep improving the work they do

My workgroup works collaboratively to achieve its
objectives

My managercommunicates effectively with me

NSW People Matter Employee Survey 2017

87%

85%

85%

81%

80%

79%

79%

78%

78%

78%

7c.

9a.

79.

14.

6b.

6h.

5h.

7d.

6a.

7e.

| feel that change is managed well in my organisation

| have confidence in the ways my organisation resolves
grievances

| have confidence in the way recruitment decisions are
made

| believe action will be taken on the results from this
survey by my organisation

| feel that senior managers effectively lead and manage
change

| feel that senior managers listen to employees

My manager appropriately deals with employees who
perform poorly

There is good co-operation between teams across our
organisation

| believe senior managers provide clear direction for the
future of the organisation

People in my organisation take responsibility for their
own actions

PAGE 04

31%

31%

36%

40%

42%

44%

44%

47%

48%

49%

i

YOUR PEOPLE
MATTER QUESTION
RESULTS AT A
GLANCE

These are your highest and
lowest scoring questions
from the survey, based on
respondents who have
selected ‘Strongly Agree’
and ‘Agree’.

ORC International | www.orcinternational.com




MOST AND LEAST IMPROVED QUESTIONS

G MOST IMPROVED QUESTIONS

AGREEMENT
2017

AGREEMENT
2016

‘ LEAST IMPROVED QUESTIONS

AGREEMENT
2017

AGREEMENT
2016

6i.

5e.

39.

69.

6a.

5c.

6C.

5a.

5d.

le.

Senior managers in my organisation support
the career advancement of women

My manager involves my workgroup in
decisions about our work

| am satisfied with the opportunities available
for career development in my organisation

| feel that senior managers keep employees
informed about what's going on

| believe senior managers provide clear
direction for the future of the organisation

My managercommunicates effectively with me
| feel that senior managers model the values
of my organisation

My manager encourages people in my
workgroup to keep improving the work they
do

My manager encourages and values employee

input

| am satisfied with my job

NSW People Matter Employee Survey 2017

65%

75%

50%

53%

48%

78%

51%

78%

79%

65%

54%

66%

41%

45%

40%

70%

43%

71%

72%

59%

3f.

7a.

9a.

7k.

3e.

1d.

7.

7i.

7b.

4a.

| have received appropriate training and
development to do my job well

My organisation focuses on improving the
work we do

| have confidence in the ways my organisation
resolves grievances

| feel a strong personal attachment to my
organisation

My performance is assessed against clear
criteria

| feel motivated to contribute more than what
is normally required at work

My organisation motivates me to help it
achieve its objectives

| would recommend my organisation as a great
place to work

My organisation is making the necessary
improvements to meet our future challenges

| am paid fairly for the work | do

PAGE 05

57%

68%

31%

58%

54%

71%

53%

57%

56%

79%

65%

74%

35%

62%

57%

74%

55%

59%

58%

80%

i

YOUR PEOPLE
MATTER QUESTION
RESULTS AT A
GLANCE

These are your least
improved and most
improved scoring
questions from the survey,
based on respondents who
have selected ‘Strongly
Agree’ and ‘Agree’.
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BUSINESS UNIT COMPARISON
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NUMBER OF RESPONDENTS

This page compares key
guestion group scores

EMPLOYEE ENGAGEMENT

for Better Regulation
\E/\;\'gRAKGEMENTW'TH 69% | 57% | 64% | 74% | 79% | 95% | 81% | 71% | 68%
SENIOR MANAGERS 50% | 45% | 44% | 60% | 58% | 82% | 47% | 48% | 57%
The Engagement Score
i ighted. It t
be compared with other TSI eIN 67% | 56% | 63% | 74% | 76% | 90% | 72% | €5% | 73%
scores which are the
average of % agreement HIGH PERFORMANCE 64% | 58% | 62% | 71% | 67% | 86% | 64% | 63% | 68%

results for all questions
in a group.

PUBLIC SECTOR VALUES 65% | 59% 61% 68% | 70% | 87% | 68% | 63% | 70%

Significant differences
have been highlighted DIVERSITY & INCLUSION 73% 64% 69% 79% 76% 93% 81% 72% 78%
to demonstrate best
practice and areas that
require attention.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW CUT OFF
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE LIMIT OF 10 RESPONDENTS
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW People Matter Employee Survey 2017

EMPLOYEE ENGAGEMENT 639% RESPONSE SCALE

AGREEMENT 2017

PARENT 2017
CLUSTER 2017

=
o
N
o
O
[
)
L
(%]
S
-
)
>
o

AGREEMENT 2016

\?/Z)Irkl would recommend my organisation as a great place to 24 113 I 57% 59% 58% 62% 60%
Q7j. 1 am proud to tell others | work for my organisation 24 8 I 63% 61% 62% 66% 68%
Q7k. | feel a strong personal attachment to my organisation 25 1 I 58% 62% 55% 58% 63%
ngléclzltli);ggganisation motivates me to help it achieve its 29 12 I 53% 55% 53% 57% 53%
Q7m. My organisation inspires me to do the best in my job 29 1 I 53% 53% 52% 57% 53%

Strongly . . Strongly
KEY Neither Disagree| disagree

PAGE 07
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

ENGAGEMENT WITH WORK

Qlc. My job gives me a feeling of personal accomplishment

69% RESPONSE SCALE

AGREEMENT 2017

s ol 72

PARENT 2017
CLUSTER 2017

=
)
N
04
(@)
et
O
L
wn
S
-
m
>
o

AGREEMENT 2016

70% 70% 72% 75%

Q1d. | feel motivated to contribute more than what is normally
ol 71

required at work

74% 70% 71% 72%

Qle. | am satisfied with my job

o 12l 65«

59% 66% 68% 68%

NSW People Matter Employee Survey 2017

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

PAGE 08

ORC International | www.orcinternational.com




ALL QUESTIONS

i

SENIOR MANAGERS 509% RESPONSE SCALE

CLUSTER 2017

EXPLORE THE FULL
RESULTS

AGREEMENT 2017
AGREEMENT 2016
PARENT 2017

=
o
N
o
O
[
)
L
(%]
S
-
)
>
o

. Q6a. | believe senior managers provide clear direction for the o o, o o,
Questions are grouped by futare of the organisation 27 16 n 48% 40% 51% 54% 48%
themes in this report.

Q6b. | feel that senior managers effectively lead and manage
28 [BTRE 42% 37% 47% 50%  44%
Q6c. | feel that senior managers model the values of my _ n 2 ® ® @
organisation 13 27 13 5l  43% 53%  55%  48%
Results _ShOW the Q6d. Senior managers encourage innovation by employees 27 14 I 53% 49% 56% 58% 48%
proportion of respondents
answering positively Q6e. Seni . laboration bet
Stronaly Agree and e. Senior managers promote collaboration between my _ I ? ® @ &
(Agree)g zegztively organisation and other organisations we work with 14 28 10 5 7% 54% 55% 56% S1%
SEHCTEWPIRE IO Q6f. Senior managers communicate the importance of
i . ! uni ! [¢) o) [¢) o)
Disagree) and those who customers/clients in achieving our business objectives 19 I 71 % 68%’ 69 % 70%’ GOA
are neutral.
Q64g. | feel that senior managers keep employees informed 20 16 530 45% 529 53% 45%
about what's going on % © © ® ®
Q6h. | feel that senior managers listen to employees 27 17 44% 38% 46% 47% 41%
Q7c. | feel that change is managed well in my organisation 29 23 31 % 31% 36% 43% 39%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW People Matter Employee Survey 2017

COMMUNICATION 67% RESPONSE SCALE

AGREEMENT 2017

PARENT 2017
CLUSTER 2017

=
o
N
o
O
[
)
L
(%]
)
-
)
>
o

AGREEMENT 2016

QS5c. My manager communicates effectively with me 12 I 78% 70% 73% 74% 70%
Q5d. My manager encourages and values employee input 20 79% 72% 76% 76%  71%
Sjrewbgi/kmanager involves my workgroup in decisions about 14 I 75% 66% 69% 70% 65%
gf&! \fl\?ﬁellttvl;agt;ir;ic;rnmanagers keep employees informed 20 116 53% 45% 529% 53% 45%
Q6h. | feel that senior managers listen to employees 27 17 A4  38% 46% 47% 41%
Q8c. | am able to speak up and share a different view to my 14 I8 I 73% 71% 73% 73% 66%

colleagues and manager

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

PAGE 10
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ALL QUESTIONS

i

HIGH PERFORMANCE 649% RESPONSE SCALE

EXPLORE THE FULL
RESULTS

Questions are grouped by Qla. | understand what is expected of me to do well in my role 8 I 85% 82% 86% 88% 90%
themes in this report.
Q2b. My workgroup works collaboratively to achieve its o o o o

Q3f. | have received appropriate training and development to _ I o o o o
do my job well 16 23 13 57% 65% 56% 59% 62%

Results show the Q5a. My manager encourages people in my workgroup to o o o o
keep improving the work they do 30 15 78% 71% 76% 77% 72%

proportion of respondents
answering positively
(Strongly Agree and Q5f. | have confidence in the decisions my manager makes 16 I 73% 68% 70% 71% 67%
Agree), negatively

(Strongly Disagree and

AGREEMENT 2017
AGREEMENT 2016
PARENT 2017
CLUSTER 2017

=
)
N
04
(@)
et
O
L
wn
S
-
m
>
o

Disagree) and those who Q6d. Senior managers encourage innovation by employees 27 14 I 53% 49% 56% 58% 48%
are neutral.
Q6e. Senior managers promote collaboration between my 28 —lol 5 70 54% 55% 56% 51%
organisation and other organisations we work with % © 2 g 0
Q7a. My organisation focuses on improving the work we do 19 9 I 68% 74% 71% 73% 69%
Q7b. My organisation is making the necessary improvements 26 12 I 560 58% 61% 64% 57%
to meet our future challenges % 0 0 0 0

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

HIGH PERFORMANCE

Q7d. There is good co-operation between teams across our
organisation

649% RESPONSE SCALE

s >

AGREEMENT 2017

18 47«

AGREEMENT 2016
PARENT 2017
CLUSTER 2017

=
o
N
o
O
[
)
L
(%]
)
-
)
>
o

45% 47% 51% 47%

Q7h. My organisation generally selects capable people to do
the job

EaEz

5 52«

48% 54% 57% 52%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

NSW People Matter Employee Survey 2017
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

PUBLIC SECTOR VALUES

Q2a. My workgroup strives to achieve customer/client

659% RESPONSE SCALE

AGREEMENT 2017

AGREEMENT 2016
PARENT 2017
CLUSTER 2017

=
)
N
04
(@)
et
O
L
wn
S
-
m
>
o

satisfaction 8 I 87% 84% 87% 88% 85%
Q2e. People in my workgroup treat each other with respect 1M I 81% 77% 79% 81% 74%
eap Imoroving the work they do | erkareue to 5[] 784« 7% 76%  77%  72%
@S5b. My manager listens to what | have to say 2[] 80% 76% 79%  79%  75%
g(taj.r; giltiﬁxéeosrggig;;?iirr\]agers provide clear direction for the 27 6 n 489 40% 519 549% 48%
CC)QrGQCa.r:iiifilot:at senior managers model the values of my 27 13 n 51 % 43% 53% 559% 48%
e o o bumers e o Ml 71% 8% 9% 70%  60%
ngqtl :\?he;tt:agtosii;i%rnmanagers keep employees informed 20 e 5 Zes 459% 509 539% 45%
Q6h. | feel that senior managers listen to employees 27 |17 444  38% 46% 47% 4%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

NSW People Matter Employee Survey 2017
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

PUBLIC SECTOR VALUES

659% RESPONSE SCALE

AGREEMENT 2017

Q7a. My organisation focuses on improving the work we do 19 9 I 68%

PARENT 2017
CLUSTER 2017

=
)
N
04
(@)
et
O
L
wn
S
-
m
>
o

AGREEMENT 2016

74% 71% 73% 69%

Q7e. People in my organisation take responsibility for their _ 28 16 49%

own actions

45% 49% 53% 47%

NSW People Matter Employee Survey 2017

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

DIVERSITY & INCLUSION 7 3% RESPONSE SCALE

EXPLORE THE FULL
RESULTS

AGREEMENT 2017
AGREEMENT 2016
PARENT 2017
CLUSTER 2017

=
o
N
o
O
[
)
L
(%]
)
-
)
>
o

AESIEITE B €loulEe] By \?’Lt;kl am provided with the support | need to do my best at 18 113 I 65% 59% 66% 68% 63%

themes in this report.
Q5b. My manager listens to what | have to say 12 I 80% 76% 79% 79% 75%
Q5d. My manager encourages and values employee input 12 I 79% 72% 76% 76% 71%

Q6i. Senior managers in my organisation support the career
Results show the sovancoment o women " ” 27 ] 65% 54% 64% 66% 58%

proportion of respondents
answering positively

Strongly Agree and Q8a. My organisation respects individual differences (e.g. _ I @ - - @
(Agree)g Zegztively cultures, working styles, backgrounds, ideas) 25 17 76% 76% 78% 80% 74%
Q8b. Personal background is not a barrier to success in my _ I ) o o o
organisation 27 15 76% 75% 78% 74%

(Strongly Disagree and
Q8c. | am able to speak up and share a different view to my o o o o
colleagues and manager 14 8 I 73% 71% 73% 73% 66%

Disagree) and those who
Q8d. How satisfied are you with your ability to access and use
flexible working arrangements? 14 10. 70% 70% 70% 65% 57%

are neutral.
Response scale Very satisfied - Very unsatisfied

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

NSW People Matter Employee Survey 2017 PAGE 15 ORC International | www.orcinternational.com




ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

RECRUITMENT

Q79g. | have confidence in the way recruitment decisions are
made

4 4% RESPONSE SCALE

@2 2

AGREEMENT 2017

22 36%

AGREEMENT 2016
PARENT 2017
CLUSTER 2017

=
)
N
04
(@)
et
O
L
wn
S
-
m
>
o

- 37% 39% 35%

Q7h. My organisation generally selects capable people to do
the job

EaEz

5 52«

48% 54% 57% 52%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

NSW People Matter Employee Survey 2017

PAGE 16

ORC International | www.orcinternational.com




ALL QUESTIONS

i

PERFORMANCE FRAMEWORK &
DEVELOPMENT

57% RESPONSE SCALE

EXPLORE THE FULL
RESULTS

AGREEMENT 2017
AGREEMENT 2016
PARENT 2017
CLUSTER 2017
PUBILIC SECTOR 2017

. Q3d. In the last 12 months | received useful feedback on my o o o o,
Ouestlohs ar.e grouped by work to enable me to deliver required results 18 10' 68% 65% 65% 68% 63%
themes in this report.

Q3e. My performance is assessed against clear criteria 28 13 I 54% 57% 55% 60% 54%
Q3g. | am satisfied with the opportunities available for career _ . o o ) )
development in my organisation 15 22 7 50% 41% 46% 48% 48%
Results show the Q5g. My manager provides acknowledgement or other 14 I 750 71% 729% 73% 67%
proportion of respondents recognition for the work | do % 0 0 0 °
answering positively ash telv deals with | N
Strongly Agree and 5h. My manager appropriately deals with employees who _ l o - - &

Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

S;félr;l;/ec;rsganisation is committed to developing its 28 14 51 % 51% 50% 53% 50%

Strongly . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Q4a. | am paid fairly for the work | do

799% RESPONSE SCALE

3
o
~
—
z
w
>
L
w
o
V]
<

R s s B 79

PARENT 2017
CLUSTER 2017

AGREEMENT 2016
PUBILIC SECTOR 2017

80% 73% 71% 60%

NSW People Matter Employee Survey 2017

Strongly . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

WORKPLACE SUPPORT 71% RESPONSE SCALE

EXPLORE THE FULL
RESULTS

=
)
N
04
(@)
et
O
L
wn
4
-
m
>
o

AGREEMENT 2017
AGREEMENT 2016
PARENT 2017
CLUSTER 2017

Questions are grouped by
themes in this report.

\?/15)«](' am provided with the support | need to do my best at 18 113 I 65% 59% 66% 68% 63%
QI1f. I am able to keep my work stress at an acceptable level 19 15 I 61% 61% 63% 65% 59%

Q2c. | receive help and support from other members of my
Bl eof] 85%  8s%  s3%  85%  81%
Results show the Q2d. There is good team spirit in my workgroup 14 9 I 74% 70% 72% 74% 69%

proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

ACTION ABOUT SURVEY
RESULTS

409 RESPONSE SCALE

AGREEMENT 2017

Q14. | believe action will be taken on the results from this
B 2 e 40«

survey by my organisation

PARENT 2017
CLUSTER 2017
PUBILIC SECTOR 2017

AGREEMENT 2016

38% 44% 45% 34%

NSW People Matter Employee Survey 2017

Strongly . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
themes in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

WORKPLACE CONDUCT

319% RESPONSE SCALE

AGREEMENT 2017

Q9a. | have confidence in the ways my organisation resolves
T D

grievances

PARENT 2017
CLUSTER 2017

AGREEMENT 2016
PUBILIC SECTOR 2017

35% 38% 41% 36%

NSW People Matter Employee Survey 2017

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

PERFORMANCE FRAMEWORK & RECPONSEISCALE

DEVELOPMENT

PARENT 2017

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2017

Questions are grouped Q3a. | have a current performance and development plan that sets out my individual objectives
by themes in this report.

83y 80% 67%

Yes

No

17% 20%  33%

Q3b. | have informal feedback conversations with my manager

Yes

81w 78%  75%

No 199%  22%  25%

Q3c. | have scheduled feedback conversations with my manager

76% 66%  57%

Yes

No

249% 34%  43%
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ALL QUESTIONS

i

MOBILITY RESPONSE SCALE

PARENT 2017

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2017

Q3h. Are you currently looking, or thinking about looking, for a new role within the NSW Public Sector
but outside of your current workplace in order to broaden your experience?

Yes _ 429  45% 41%

Questions are grouped
by themes in this report.
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ALL QUESTIONS

i

MOBILITY RESPONSE SCALE

PARENT 2017

EXPLORE THE FULL
RESULTS

=
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o

Questions are grouped Q3i. Are there any barriers preventing you from moving to another role?
by themes in this report.

30% 31% 30%

There are no major barriers to my career progression

299  34% 3%

Lack of visible opportunities

289 33%  30%

Lack of promotion opportunities

Oy 12% 14%

Lack of support from my manager / supervisor

389 31%  28%

Geographic location considerations

33% 28% 33%

Personal / family considerations

16% 16%  16%

Insufficient training and development

12% 12% 1%

Lack of required capabilities or experience

18% 16% 15%

Lack of support for temporary assignments/secondments

The application/recruitment process is too cumbersome
or time consuming

349 26%  23%

10%  10% 9%

Other
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT RESPONSE SCALE

PARENT 2017

EXPLORE THE FULL
RESULTS

=
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Questions are grouped Q10a. In the last 12 months | have witnessed misconduct/wrongdoing at work

by themes in this report.
Yes [ ] 16% 16%  25%
Don't know - 15% 14% 13%

Q10b. If yes, have you reported the misconduct/wrongdoing you witnessed in the last 12 months?

No - 379 4% 35%
Don't know I 2% 3% 2%
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT RESPONSE SCALE

PARENT 2017

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2017

Questions are grouped Q10c. In the last 12 months | have witnessed bullying at work

by themes in this report.
Yes ] 239  25%  33%
Don't know . 11% 10% 9%

Q10d. In the last 12 months | have been subjected to bullying at work

Yes . 12% 12% 18%
Don't know I 7% 7% 6%
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT RESPONSE SCALE
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EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2017

Q10e. Please indicate the role of the person who has been the source of the most serious bullying you

Questions are grouped have been subjected to in the last 12 months.

by themes in this report.

A senior manager

2% 22% 22%

Your immediate manager/supervisor

27%  27% 24%

A fellow worker at your level

2% 24% 27%

A subordinate

10% 7% 8%

A client or customer

1o 1% 2%

A member of the public other than a client or customer

~
<
~

Other 15% 6% 4%

Prefer not to say

6% 14% 13%
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ALL QUESTIONS

i

FINANCE AND SERVICES

RESPONSE SCALE
QUESTIONS

EXPLORE THE FULL
SURVEY RESULTS

Q2. This survey asks questions about Senior Managers. How do

Questions are grouped you define a Senior Manager?

by themes in this report.

PARENT 2017

CLUSTER 2017

Secretary I 3% 3% 3%
Deputy Secretary I 4% 5% 4%
Executive Director - 22% 22% 22%
Director _ 56% 50% 46%
Manager - 15% 20% 25%
Q3. Are you currently working in an activity based environment?
Yes _ 530, 53%  55%
No _ A7% 47%  45%
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ALL QUESTIONS

i

FINANCE AND SERVICES

RESPONSE SCALE
QUESTIONS

EXPLORE THE FULL
SURVEY RESULTS

. Q4. If YES how long have you been working in that
Questions are grouped SVTERIGHE

by themes in this report.

PARENT 2017
CLUSTER 2017

Less than 3 months

159%

14% 12%

3-6 months

199%

14% 12%

6-12 months

%

12% 1M%

More than 12 months

59

61% 65%

Q5. If NO, how informed do you feel about the principles of
activity based working?

Not at all informed

559

48% 51%

Somewhat informed

32%

34% 32%

Well informed

129%

16% 14%

I’'m an expert

1%

2% 2%
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ALL QUESTIONS

i

FINANCE AND SERVICES

QUESTIONS RESPONSE SCALE

PARENT 2017
CLUSTER 2017

EXPLORE THE FULL
SURVEY RESULTS

Q6. With the right technology, could you do your role from

Questions are grouped Y S

by themes in this report.

YES - full time 32%  35% 36%

YES - some of the time _ 52% 48% 42%
NO . Qv 9% 13%

UNSURE l 8o 8% 9%

NSW People Matter Employee Survey 2017 PAGE 30 ORC International | www.orcinternational.com




ALL QUESTIONS

i

FINANCE AND SERVICES

RESPONSE SCALE
QUESTIONS
EXPLORE THE FULL
SURVEY RESULTS

) Q7. Have you applied for an ongoing or acting opportunity at
Questions ‘?re glrouped Finance and Services or elsewhere in the past twelve months?
by themes in this report.

PARENT 2017

CLUSTER 2017

Yes _ 449  37% 33%
No _ 56w 63% 67%
Q8. If YES, which best describes your most recent career
development experience?
aAr?O?ISiee?lVfigg;and won an acting or ongoing role at Finance _ 53% 48% 45%
,';Ai;;glri]icej ;%;aggrsiiéjezot win an acting or ongoing role at - 31% 299% 29%
clocwnere m the Nsw pustic seetor o0 i 6 8% 8%
Applied for a position outside the NSW Public Service I 20/0 3% 4%
Other . 100 12% 14%
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ALL QUESTIONS

i

FINANCE AND SERVICES

QUESTIONS RESPONSE SCALE

EXPLORE THE FULL
SURVEY RESULTS

. Q9. Have you noticed senior managers taking action or doing
Questions ‘?re g.rOUped things differently as a result of the last PMES survey?
by themes in this report.

PARENT 2017
CLUSTER 2017

I 250 24%  23%
- — 33w 30%  30%
] A3y  46%  48%
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PROFILE OF RESPONDENTS

Gender

Male

36%

I 615
Other I 4%
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PROFILE OF RESPONDENTS

15-19 O
20-24 | 1%
25 -29 I 4oy
30-34 . S
35- 39 - 13%
40 - 44 - 18%
45 - 49 - 18%
50-54 - 17%
55 - 59 . 12%
60 - 64 I 6%
65+ I 3%

NSW People Matter Employee Survey 2017
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PROFILE OF RESPONDENTS

Do you speak a language other than English at home?

Yes - 18%
“ I

Prefer not to say I 6%

Are you of Aboriginal and/or Torres Strait Islander origin?

Yes I 2%
No I O3«
Prefer not to say I 5%
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PROFILE OF RESPONDENTS

Do you have a disability?

Yes 4%
899%

Prefer not to say l 7%

No

Do you identify as lesbian, gay, bisexual, transgender,
intersex or as gender diverse?

4o
909%
6%

Yes

No

Prefer not to say
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PROFILE OF RESPONDENTS

Aes 01 10U Jajaid

8JOW 10 000'0¢CH

666°6¢C$ - 000°0LL$

666'69L% - 000'01L$

666°621$ - 0000LL$

666°60L$ - 000°'56%

66676% - 000'58$

666'178% - 000'SL$

6667.$ - 000'59%

666179% - 000'3S$

66675$ - 000'SY$

666t1$ - 000'Se$

000'5¢$ ueyy ssoT

SALARY

24% 2% 3% 2% 1%

24%

10%

PAGE 37

0% 1% 3% 13% 7%
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PERCENTAGES

ORC International | www.orcinternational.com

NSW People Matter Employee Survey 2017



RESULT BY TYPE OF WORK

Other service delivery work
receptionist)
Corporate services
reviewing legislation)
Other

Administrative support (e.g.
executive/personal assistant,
Policy
Research
Program and project management
support

Service delivery involving direct
contact with the general public

Legal (including developing and/or

ENGAGEMENT WITH

69% | 67% | 70% | 72% () 79% () 74% (9] 65%

WORK

SENIOR MANAGERS 50% | 44% | 53% | 55% () 58% (o) 58% (9] 48%
COMMUNICATION 67% | 62% | 66% | 68% () 77% ) 72% (o) 65%
HIGH PERFORMANCE 64% | 60% | 66% 71% (o) 71% () 69% (p) 62%

PUBLIC SECTOR VALUES | 65% | 60% | 66% | 69% () 74% () 71% (9] 61%

DIVERSITY & INCLUSION 73% | 70% | 72% | 74% (o) 82% () 78% (9] 69%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY SALARY

Less than $35,000
$35,000 - $44,999
$55,000 - $64,999
$65,000 - $74,999
$75,000 - $84,999
$85,000 - $94,999
$230,000 or more
Prefer not to say

$45,000 - $54,999
$95,000 - $109,999

$110,000 - $139,999
$170,000 - $229,999

$140,000 - $169,999

ENGAGEMENT WITH

69% () (9] (o) () 69% | 62% | 69% | 70% | 74% () (p) (o) 57%

WORK

SENIOR MANAGERS 50% () () (o) () 53% | 42% 51% 46% | 54% () (p) (o) 37%
COMMUNICATION 67% () () (o) () 63% | 63% | 66% | 67% 71% () (p) (o) 57%
HIGH PERFORMANCE 64% () (9] () (o) 64% 61% 65% | 62% | 68% () (p) () 52%

PUBLIC SECTOR VALUES | 65% (o) (9] (o) () 64% | 61% 65% | 63% | 68% (®) (p) () 53%

DIVERSITY & INCLUSION 73% (o) (9] () (o) 68% 71% 72% 73% 77% () (®) () 60%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY TENURE IN ORGANISATION

1- 2 years
2 - 5years
5-10 years

Less than 1year
10 - 20 years
More than 20 years

ENGAGEMENT WITH

69% | 83% | 77% | 68% | 64% | 67% | 69%

WORK

SENIOR MANAGERS 50% | 68% 61% | 48% | 43% | 46% | 45%
COMMUNICATION 67% 81% 74% | 65% | 64% | 64% | 58%
HIGH PERFORMANCE 64% | 77% | 74% | 63% | 60% | 61% | 60%

PUBLIC SECTOR VALUES | 65% | 80% | 73% | 63% | 59% | 63% | 58%

DIVERSITY & INCLUSION 73% | 84% 81% 71% 70% 71% 66%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY AGE

ENGAGEMENT WITH

69% () (9] 71% 73% | 70% 71% 74% | 72% | 60% | 69% (p)

WORK

SENIOR MANAGERS 50% () () 60% | 50% | 53% | 50% | 50% | 55% | 43% | 40% (p)
COMMUNICATION 67% () () 78% | 73% 71% 67% | 65% | 68% | 58% | 62% (p)
HIGH PERFORMANCE 64% (9] (®) 73% | 65% | 67% | 64% | 66% | 65% | 57% | 60% (p)

PUBLIC SECTOR VALUES | 65% (o) (9] 70% | 65% | 67% | 66% | 65% | 68% | 58% | 60% (p)

DIVERSITY & INCLUSION 73% (o) (9] 84% | 80% | 77% | 73% | 72% 72% | 66% | 69% (®)

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY GENDER

ENGAGEMENT WITH

69% | 69% 71% 58%

WORK

SENIOR MANAGERS 50% | 50% | 52% 17%
COMMUNICATION 67% | 67% | 68% | 35%
HIGH PERFORMANCE 64% | 63% | 67% | 36%

PUBLIC SECTOR VALUES | 65% | 65% | 67% | 35%

DIVERSITY & INCLUSION 73% | 74% | 74% | 45%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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CURRENT ROLE

SES 1
SES 2
SES 3
Non-executive who manages
employees
Other

ENGAGEMENT WITH

69% | 84% (9] (o) 76% | 66%

WORK

SENIOR MANAGERS 50% 71% () (o) 56% | 47%
COMMUNICATION 67% | 75% (o) ) 72% | 65%
HIGH PERFORMANCE 64% | 77% (9] () 70% 61%

PUBLIC SECTOR VALUES | 65% | 78% (9] (o) 70% | 62%

DIVERSITY & INCLUSION 73% 77% (9] () 80% | 70%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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TAKING ACTION

i

WHAT'S NEXT?

Sector employees
have now given their
feedback and these
results show where
actions and
improvements are
required.

Research has shown
that a key reason why
employees can
become disengaged
is if they are asked
their opinion and then
no action takes place
as a result.

40

of employees replied favourably to:

‘I believe action will be
taken on the results
from this survey by my
organisation.’

34% 45% 38%

SECTOR CLUSTER 2016
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GUIDE TO THIS REPORT

€ SURVEY TIME FRAME € How TO READ THIS REPORT

_ _ The majority of questions have a 5- W eiter [ T
This report contains results from the 2017 People Matter [PIYg Ad’e  Agreeror [Disagree A

_ point answer scale. The Strongly Agree Disagree
Employee Survey which was open from 1to 30 June and Agree scores are combined to

2017. . '
create an agreement (or positive) score L
which is shown as a rounded Disagree

percentage.

O rrvacy €O rounoine

Responses from individual employees are confidential
and strict rules are in place to safeguard privacy at every
stage of the survey process.

Results are presented as whole numbers for ease of reading, with
rounding performed at the last stage of the calculation for maximum
accuracy.

There is no way of tracing individuals in reports or Values from .00 to .49 are rounded down, whereas values from .50

through the de-identified survey data. There are limits to .99 are rounded up. Therefore, in some instances the data will not
on the size of workgroups that can be reported (10 or add up to 100%.

more employees) and responses from demographic
groups (30 or more employees). 0 MORE DETAILS ABOUT THE SURVEY AND ITS METHODOLOGY

Where people work in small teams, the results are
merged with larger business units and results are not See the Main Findings report on the Public Service Commission web

available. Where this happens an ‘r’ is shown in reports. site.
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PEOPLE
MATTER 2018

NSW Public Sector Employee Survey

Nurse
Accountant Teacher
Police Officer Librarian
Doctor Policy Analyst Surveyor Scientist Barrister Solicitor Social Worker Welfare
Worker Laboratory Technician Turner Plumber Electrician Zookeeper Cleaner
Ambulance Officer Fitter Youth Worlcer Hospital Orderly Cleaner Fire Fighter Clerk

Engineer Receptionist rvisor Ship's Engineer
Nurse Police Officer I PEOPLE vright Curator Fitter
Museumn Guide Conse ctrical Linesworker
Solicitor Cable Jointe: irse Librarian Advisor
Warden Prison Office MA | l E R hnician Administrator
Policy Analyst Fitter

Train Driver Bus Drive

Surveyor Scientist Nu r Welfare Worker
Laboratory Turner Plurr llance Officer Youth
Worker Hospital Order! Labourer Jointer
Solicitor Caretaker Cr hip's Officer Ship's
or Museum Guide

Master Marine Transp

Conservator Plant Op NSW Public Sector ker Cable Engineer

Plant Operator Nurse 1 untant Librarian
Policy Analyst St m Urv Social Worker
Welfare Worl E p Oyee S ey;—‘lumber

Electrician Social Worker Cleaner Fitter Fire Fighter
Curator Fitter Museum Guide Conservator Plant

Operator Engineer Electrical Linesworker
Cable Jointer Plant

Operator Ranger

Teacher Nurse
Librarian
Advisor

LARGE BUSINESS UNIT

Finance and Services

Better Regulation

SafeWork NSW




HEADLINES

RESPONSE
RATE

91%

496 OF 547 RESPONDENTS

ENGAGEMENT WITH
WORK

69%

DIFFERENCE FROM
2017 -1

DIFFERENCE FROM
PARENT* -1

DIFFERENCE FROM
PUBLIC SECTOR -3

PUBLIC SECTOR
VALUES

62%

DIFFERENCE FROM

2017 -2
DIFFERENCE FROM
PARENT* -3
DIFFERENCE FROM 0
PUBLIC SECTOR

NSW PMES 2018

EMPLOYEE
ENGAGEMENT

63%

DIFFERENCE FROM
2017

DIFFERENCE FROM
PARENT*

DIFFERENCE FROM
PUBLIC SECTOR

SENIOR
MANAGERS

47%

DIFFERENCE FROM
2017 -1

DIFFERENCE FROM
PARENT* -5

DIFFERENCE FROM
PUBLIC SECTOR -2

DIVERSITY &
INCLUSION

73%

DIFFERENCE FROM

PARENT* -1
DIFFERENCE FROM
PUBLIC SECTOR +5

COMMUNICATION

63%

DIFFERENCE FROM

2017 -3
DIFFERENCE FROM

PARENT* -2
DIFFERENCE FROM

PUBLIC SECTOR +1
FLEXIBLE WORKING

SATISFACTION

78%

DIFFERENCE FROM

2017 +4

DIFFERENCE FROM

PARENT* +6

DIFFERENCE FROM +20

PUBLIC SECTOR 2
PAGE 02

HIGH
PERFORMANCE

62%

DIFFERENCE FROM
2017 Y

DIFFERENCE FROM
PARENT* -2

DIFFERENCE FROM
PUBLIC SECTOR -2

ACTION ON
RESULTS

39%

DIFFERENCE FROM

2017 +4
DIFFERENCE FROM

PARENT* -6
DIFFERENCE FROM .
PUBLIC SECTOR 3

i

QUESTIONS ARE
GROUPED INTO
TOPICS IN THIS
REPORT.

This page compares the
aggregate or individual scores
for key topics. The individual
questions in each group are
listed in the All Questions
section.

The Employee Engagement
index is weighted. It cannot be
compared to the other scores
which are the average of the %
agreement results (strongly
agree and agree scores).

Response Rate: some entities
exceed 100% where responses
were greater than the employee
headcount. This is thought to be
primarily due to employees
selecting the wrong work
location in the survey

*Parent refers to Better Regulation
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HIGHEST AND LOWEST QUESTIONS

HIGHEST SCORING
AGREEMENT QUESTIONS

AGREEMENT
2018

AGREEMENT
2017

LOWEST SCORING
AGREEMENT QUESTIONS

AGREEMENT
2018

AGREEMENT
2017

2a.

2c.

8e.

19.

Ta.

2b.

8d.

2e.

5b.

59.

My workgroup strives to achieve
customer/client satisfaction

| receive help and support from other
members of my workgroup

My manager supports flexible working in my
team

| know how to address a health and safety
issue | have identified

| understand what is expected of me to do
well in my role

My workgroup works collaboratively to
achieve its objectives

How satisfied are you with your ability to
access and use flexible working arrangements?

People in my workgroup treat each other with
respect

My manager listens to what | have to say

My manager provides acknowledgement or
other recognition for the work | do

NSW PMES 2018

87%

86%

83%

83%

83%

79%

78%

77%

76%

76%

86%

85%

86%

76%

74%

82%

81%

76%

9a.

79.

14.

6b.

5h.

6h.

6a.

7d.

7e.

| feel that change is managed well in my
organisation

| have confidence in the ways my organisation
resolves grievances

| have confidence in the way recruitment
decisions are made

| believe action will be taken on the results
from this survey by my organisation

| feel that senior managers effectively lead and
manage change

My manager appropriately deals with
employees who perform poorly

| feel that senior managers listen to employees

| believe senior managers provide clear
direction for the future of the organisation

There is good co-operation between teams
across our organisation

People in my organisation take responsibility
for their own actions

PAGE 03

27%

28%

36%

39%

40%

40%

42%

45%

46%

47%

26%

27%

32%

35%

39%

41%

40%

46%

48%

46%

i

YOUR PEOPLE
MATTER QUESTION
RESULTS AT A
GLANCE

These are your highest and
lowest scoring agreement
questions from the survey,
based on respondents who
have selected ‘Strongly
Agree’ and ‘Agree’.
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MOST AND LEAST IMPROVED QUESTIONS

MOST IMPROVED AGREEMENT
QUESTIONS

AGREEMENT
2018

AGREEMENT
2017

LEAST IMPROVED AGREEMENT
QUESTIONS

AGREEMENT
2018

AGREEMENT
2017

3f.

79.

14.

8d.

7h.

2b.

6h.

Te.

2a.

9a.

| have received appropriate training and
development to do my job well

| have confidence in the way recruitment
decisions are made

| believe action will be taken on the results
from this survey by my organisation

How satisfied are you with your ability to
access and use flexible working
arrangements?

My organisation generally selects capable
people to do the job

My workgroup works collaboratively to
achieve its objectives

| feel that senior managers listen to employees

| am satisfied with my job

My workgroup strives to achieve
customer/client satisfaction

| have confidence in the ways my organisation
resolves grievances

NSW PMES 2018

64%

36%

39%

78%

51%

79%

42%

68%

87%

28%

59%

32%

35%

74%

47%

76%

40%

66%

86%

27%

5c.

6f.

2e.

5b.

5e.

5d.

6d.

8b.

1c.

My manager communicates effectively with me

Senior managers communicate the importance
of customers/clients in achieving our business
objectives

People in my workgroup treat each other with
respect

My manager listens to what | have to say

My manager involves my workgroup in
decisions about our work

My manager encourages and values employee
input

| understand what is expected of me to do well
in my role

Senior managers encourage innovation by
employees

Personal background is not a barrier to
success in my organisation (e.g. cultural
background, age, disability, sexual orientation,
gender etc.)

My job gives me a feeling of personal
accomplishment

PAGE 04

70%

66%

77%

76%

70%

75%

83%

49%

70%

72%

78%

72%

82%

81%

74%

78%

86%

52%

73%

75%

i

YOUR PEOPLE
MATTER QUESTION
RESULTS AT A
GLANCE

These are the questions
that have shown the
greatest percentage
increase and decrease in
agreement, based on
respondents who have
selected 'Strongly agree’
and 'Agree’.
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HIGHEST NEUTRAL SCORING QUESTIONS

AGREEMENT SCORES
FOR HIGHEST NEUTRAL

Q9a. | have confidence in the ways my
organisation resolves grievances

%

POSITIVE

HIGHEST NEUTRAL
SCORING QUESTIONS

Q9a. | have confidence in the ways my
organisation resolves grievances

28%

QS5h. My manager appropriately deals with
employees who perform poorly

%

NEUTRAL

38%

DISAGREEMENT SCORES %

FOR HIGHEST NEUTRAL NEGATIVE

Q9a. | have confidence in the ways my
organisation resolves grievances

33%

Q@5h. My manager appropriately deals with
employees who perform poorly

40%

Q6i. Senior managers in my organisation support
the career advancement of women

36%

Q@5h. My manager appropriately deals with
employees who perform poorly

] 24%

Q@6i. Senior managers in my organisation support
the career advancement of women

60%

Q7e. People in my organisation take
responsibility for their own actions

30%

Q@6i. Senior managers in my organisation support
the career advancement of women

[ ] 9%

Q7e. People in my organisation take
responsibility for their own actions

47%

Q6d. Senior managers encourage innovation by
employees

29%

Q7e. People in my organisation take
responsibility for their own actions

] 24%

Q6d. Senior managers encourage innovation by
employees

49%

FIND YOUR HIGHEST
NEUTRAL SCORES

i

NSW PMES 2018

28%

Q6d. Senior managers encourage innovation by
employees

23%

THESE ARE YOUR HIGHEST NEUTRAL SCORING QUESTIONS

- WHAT ARE EMPLOYEES MOST

POSITIVE ABOUT?
(STRENGTHS)

EXPERIENCES.
(AREAS OF POTENTIAL)

PAGE 05

- WHAT ARE EMPLOYEES MOST NEUTRAL ABOUT? WHERE A LOT OF
EMPLOYEES ARE RESPONDING 'NEITHER AGREE NOR DISAGREE' (%
NEUTRAL), THIS MAY INDICATE MIXED VIEWS OR INCONSISTENT

- WHAT ARE EMPLOYEES MOST
NEGATIVE ABOUT?
(AREAS OF CONCERN)
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TAKING ACTION

i

WHAT'S NEXT?

Sector employees
have given their
feedback and these
results show where
actions and
improvements are
required.

Research has shown
that a key reason why
employees can
become disengaged
is if they are asked
their opinion and then
no action takes place
as a result.

NSW PMES 2018

39

of employees replied favourably to:

‘I believe action will be
taken on the results
from this survey by my
organisation.’

37% 48% 33%

SECTOR CLUSTER 2017

PAGE 06

2017

32%

Disagree
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KEY DRIVERS OF ENGAGEMENT

i

Employee Engagement

scores at different levels
are shown in earlier and
following pages.

These results show the
issues that are the most
significant influencers of
employee engagement in
the workplace at this
level.

The questions are ranked
in order of influence. In
prioritising areas for
action, it is common to
focus on items with a low
agreement score but
higher in the ranked list of
drivers, as they have
higher impact. Variation
of drivers within the
organisation and business
priorities should be
considered.

If Engagement scores are
high, other scores are
often high as well.

NSW PMES 2018

*Parent refers to Better Regulation

[
RA N K % AGREEMENT % AGREEMENT % AGREEMENT 7 AESEE:\&ENT
2018 2017 PARENT SECTOR

Q6c. | feel that senior managers model the values of my o o o
organisation 48% 50% 54% 50%

Q@6a. | believe senior managers provide clear direction for the o o o
future of the organisation 45% 46% 51% 49%

?&Z.g}lgeel that senior managers effectively lead and manage 40% 299 48% 46%
Q@6h. | feel that senior managers listen to employees 42% 40% 49% 43%
Q7f. My organisation is committed to developing its employees 53% 52% 52% 52%
?jre.a:;gsasrl]edtrc;asgaeggrup and share a different view to my 71% 71% 799 67%
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BUSINESS UNIT COMPARISON

i

COMPARISON OF
LOWER LEVEL
BUSINESS UNITS

SafeWork NSW
SafeWork NSW Operations
SafeWork NSW Special
Services

NUMBER OF RESPONDENTS

This page compares key
question group scores
for SafeWork NSW

EMPLOYEE ENGAGEMENT

ENGAGEMENT WITH

o) (o) O,
WORK 69% | 69% 71%

SENIOR MANAGERS 47% 42% 54%
The Employee

Engagement Index is a
weightgd score. The COMMUNICATION 63% 60% 68%
remaining scores are
the average of %
agreement results for all HIGH PERFORMANCE 62% 60% 66%
questions in a topic
group.

PUBLIC SECTOR VALUES 62% | 59% | 66%

Significant differences
have been highlighted DIVERSITY & INCLUSION 73% 70% 77%
to demonstrate best
practice and areas that
require attention.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW CUT OFF
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE LIMIT OF 10 RESPONDENTS
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

EMPLOYEE ENGAGEMENT 639% AGGREGATE SCORE

AGREEMENT 2018

Q7i. | would recommend my organisation as a great place to

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

Q7j. 1 am proud to tell others | work for my organisation 21 10' 65% 66% 65% 68% 69%
Q7k. | feel a strong personal attachment to my organisation 23 9 I 63% 65% 59% 58% 63%
ngléclzltli);ggganisation motivates me to help it achieve its e 13 53% 54% 55% 599% 55%
Q7m. My organisation inspires me to do the best in my job 28 12 E 51% 53% 53% 59% 55%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

PAGE 09
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

ENGAGEMENT WITH WORK

Qlc. My job gives me a feeling of personal accomplishment

699% AGGREGATE SCORE

AGREEMENT 2018

o Bl 72

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

75% 71% 73% 76%

Q1d. | feel motivated to contribute more than what is normally
4 il 68

required at work

71% 71% 72% 72%

Qle. | am satisfied with my job

s 2l 68%

66% 68% 70% 69%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree

PAGE 10
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

SENIOR MANAGERS

Q6a. | believe senior managers provide clear direction for the

47% AGGREGATE SCORE

AGREEMENT 2018

PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

AGREEMENT 2017

future of the organisation 24 17 45%  46% 51% 55%  49%
Sheabn.;efeel that senior managers effectively lead and manage 26 16 40% 29% 48% 51% 46%
(()}rZEr:iizfiI;:at senior managers model the values of my 25 14 48% 50% 549% 56% 50%
Q6d. Senior managers encourage innovation by employees 28 13 499  52% 54% 58% 50%
Crosaton St s wh wor 27 Ol 57% 5% 57% S8%  52%
Cstomers Sioms i <hveum oo Busness ofectnes 22 7l 66% 72% 6% 70%  62%
?ti)gljtl :ihe;ttEag:osiir;i%rnmanagers keep employees informed 25 12 BB 5 O% 50% 509 559 47%
Q6h. | feel that senior managers listen to employees 27 |16 429 40%  49%  51%  43%
Q7c. | feel that change is managed well in my organisation - 28 26 27% 26% 37% 44%  40%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

COMMUNICATION 639% AGGREGATE SCORE

AGREEMENT 2018

PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

AGREEMENT 2017

Q5c. My manager communicates effectively with me 16 1OI 70% 78% 72% 75% 72%
Q5d. My manager encourages and values employee input 138 75% 78% 76%  77%  72%
(()}LJSre\.,vl\gi/kmanager involves my workgroup in decisions about 15 10. 70% 749% 70% 71% 67%
Gt enr oo e e 25 WGl 50% so% s:% s a7
Q6h. | feel that senior managers listen to employees 27 |16 429 40%  49% 51% 43%
Q@8c. | am able to speak up and share a different view to my 13 '8 E 7% 71% 72% 73% 67%

colleagues and manager

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

HIGH PERFORMANCE 62% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
o
N
o
[©)
=
8]
Ll
wn
)
-
)
)
o

Questions are grouped by Qla. | understand what is expected of me to do well in my role 9 I 83% 86% 86% 88% 90%

topics in this report.
Q2b. My workgroup works collaboratively to achieve its o o o o
objectives 10 9 I 79% 76% 80% 82% 79%
Q3f. | have received appropriate training and development to _ I o o o o
do my job well 21 22 [ 64% 59% 61% 60% 65%

Results show the Q5a. My manager encourages people in my workgroup to o o o o
keep improving the work they do 33 16 76% /8% 75% /8% 74%

proportion of respondents
answering positively
(Strongly Agree and Q5f. | have confidence in the decisions my manager makes 17 '8 l 68% 70% 69% 72% 68%
Agree), negatively

(Strongly Disagree and

Disagree) and those who Q6d. Senior managers encourage innovation by employees 28 13 49% 52% 54% 58% 50%
are neutral.
Q6e. Senior managers promote collaboration between my _ I o o o )
organisation and other organisations we work with 14 27 10 5 7% 59% 57% 58% 52%
Q7a. My organisation focuses on improving the work we do 17 11 I 6 7% 66% 71% 75% 69%
Q7b. My organisation is making the necessary improvements 26 18 E 470 48% 57% 65% 57%
to meet our future challenges % 0 0 0 0

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

HIGH PERFORMANCE

Q7d. There is good co-operation between teams across our
organisation

62% AGGREGATE SCORE

Esen 2

AGREEMENT 2018

7 46%

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

48% 48% 53% 49%

Q7h. My organisation generally selects capable people to do
the job

Bz 2

16 51%

47% 54% 58% 54%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

PUBLIC SECTOR VALUES

Q2a. My workgroup strives to achieve customer/client

62% AGGREGATE SCORE

AGREEMENT 2018

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

BRI sl 87« sew  ss% 88w 86%
Q2e. People in my workgroup treat each other with respect 12 9 I 77% 82% 79% 81% 75%
Q5a. My manager encourages people in my workgroup to

keep improving the work they do 16 I 76% /8% 75% /8% 74%
Q5b. My manager listens to what | have to say 13 I 76% 81% 78% 80% 76%
Q6a. | beli i ide cl direction for th

Srzzr:iiifilot:at senior managers model the values of my 25 14 BB 48% 50% 54% 56% 50%
Q6f. Senior managers communicate the importance of

customers/clients in achieving our business objectives 22 7. 66% 72% 68% 70% 62%
Sfogu! xﬁ;tt':agtosii;i%rnmanagers keep employees informed 25 14 BB 50% 50% 529 559% 47%
Qoh. | feel that senior managers listen to employees 27 16 42% 40% 49% 51% 43%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

PUBLIC SECTOR VALUES

62% AGGREGATE SCORE

AGREEMENT 2018

Q7a. My organisation focuses on improving the work we do 17 |11 I 67%

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

66% 71% 75% 69%

Q7e. People in my organisation take responsibility for their
29 |16 47

own actions

46% 49% 55% 49%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

DIVERSITY & INCLUSION

Qlb. | am provided with the support | need to do my best at
work

73% AGGREGATE SCORE

> Bk

AGREEMENT 2018

66%

AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
o
N
o
[©)
=
8]
Ll
wn
)
-
)
)
o

Q5b. My manager listens to what | have to say

I 36 s [

/6%

Q5d. My manager encourages and values employee input

s v 6l

/5%

Q6i. Senior managers in my organisation support the career
advancement of women

Emusn o ]

60%

Q8a. My organisation respects individual differences (e.g.
cultures, working styles, backgrounds, ideas)

R s [

74%

Q8b. Personal background is not a barrier to success in my
organisation (e.g. cultural background, age, disability, sexual
orientation, gender etc.)

R o

70%

Q8c. | am able to speak up and share a different view to my
colleagues and manager

oo [EERRET

/1%

Q8d. How satisfied are you with your ability to access and use

flexible working arrangements?
Response scale Very satisfied - Very unsatisfied

Iz s

78%

Q8e. My manager supports flexible working in my team

IR s o

83%

66% 66% 69% 65%
81% 78% 80% 76%
78% 76% 77% 72%
60% 65% 66% 60%
74% 77% 81% 76%
73% 75% 78% 75%
71% 72% 73% 67%
74% 73% 68% 59%

- 78% 73% 63%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

FLEXIBLE WORKING 81% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

Q8d. How satisfied are you with your ability to access and use
Questions are grouped by flexible working arrangements? 13 I 78% 74% 73% 68% 59%

topics in this report. Response scale Very satisfied - Very unsatisfied

Q8e. My manager supports flexible working in my team 10 I 83% = 78% 73% 63%

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

RECRUITMENT 43% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

AESIEITE B €loulEe] By Q79. | have confidence in the way recruitment decisions are _ 26 20 36% 32% 38% 43% 37%

o . d
topics in this report. fmade

Q7h. My organisation generally selects capable people to do o o o o

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

PERFORMANCE FRAMEWORK &

DEVELOPMENT 57% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

5 ~
N 2 ] ©
o
= = Q &
& z = o
i} w S T
= 3 i [
L L o 0
w | < o)
x [ & O
O 0) O
< <

PUBILIC SECTOR 2018

. Q3d. In the last 12 months | received useful feedback on my o o, o o,
Ougstlgns a?re grouped by work to enable me to deliver required results 16 [ I 70% 70% 69% 71% 65%
topics in this report.

Q3e. My performance is assessed against clear criteria 23 16 I 56% 58% 57% 61% 56%
Q3g. | am satisfied with the opportunities available for career _ . @ ® 2 ®
development in my organisation 18 21 19 12 49% 51% 49% 49% 50%
Results show the Q5g. My manager provides acknowledgement or other _ I & ® ® @
proportion of respondents recognition for the work | do &7 £ 76% 76% 72% 74% 69%
answering positively ash toly deals with | N
Strongly Agree and 5h. My manager appropriately deals with employees who _ . o - - &
( aly Ag perform poorly 18 36 N 12 40% 41% 44% 51% 46%

Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

S;félr;l;/ec;rsganisation is committed to developing its 28 12 E 53% 52% 52% 56% 52%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

NSW PMES 2018

WORKPLACE SUPPORT 70% AGGREGATE SCORE

AGREEMENT 2018

AGREEMENT 2017

PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

\?/15)«](' am provided with the support | need to do my best at 16 114 I 66% 66% 66% 69% 65%
QI1f. I am able to keep my work stress at an acceptable level 17 17 l 59% 60% 64% 68% 60%
\(/}vifl.(lg:ce)ﬁzive help and support from other members of my 8 I 86% 85% 86% 85% 81%
Q2d. There is good team spirit in my workgroup 14 1 I 70% 73% 73% 75% 70%

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

7 3% AGREEMENT

EXPLORE THE FULL
RESULTS

Questions are grouped by Q4a. | am paid fairly for the work | do _ 16 19 I 73% 73% 77% 72% 58%

topics in this report.

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

HEALTH & SAFETY 839% AGREEMENT

EXPLORE THE FULL
RESULTS

Questions are grouped by %Lgr;tlifti(ggw how to address a health and safety issue | have -lo I 83%

topics in this report.

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

84% 84% 85%

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

ACTION ON RESULTS 399 AGREEMENT

EXPLORE THE FULL
RESULTS

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

. Q14. | believe action will be taken on the results from this o o o o
Questions are grouped by survey by my organisation 27 19 399 35% 46% 48% 37%

topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

WORKPLACE CONDUCT 28% AGREEMENT

EXPLORE THE FULL
RESULTS

AGREEMENT 2018
AGREEMENT 2017
PARENT 2018
CLUSTER 2018

@
)
N
@
O
et
O
L
(%]
)
-
o
>
o

Questions are grouped by
topics in this report.

Q9a. | have confidence in the ways my organisation resolves - 38 19 28% 27% 36% 45% 40%

grievances

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Sjigelale]\% . . Strongly
KEY Neither Disagree| disagree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

PERFORMANCE FRAMEWORK &
DEVELOPMENT

Q3a. | have a current performance and development plan that sets out my individual objectives

PARENT 2018

®
o
N
04
O
=
@)
L
0
1]
Il
o
>
[a

Yes

90% 89% 84% 71%

No

10% 1% 16% 29%

Q3b. | have informal feedback conversations with my manager

Yes

844 83% 82% 76%

No

169 17% 18% 24%

Q3c. | have scheduled feedback conversations with my manager

Yes

79% 81% 73% 58%

No

2% 19% 27% 42%
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ALL QUESTIONS

i

MOBILITY

PARENT 2018

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2018

. Q3h. Are you currently looking, or thinking about looking, for a new role within the NSW Public Sector
Questions are grouped but outside of your current workplace in order to broaden your experience?

by topics in this report.
Yes - 4% 36%  47% 41%
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ALL QUESTIONS

i

MOBILITY

PARENT 2018

®
o
N
04
O
=
@)
L
0
1]
Il
o
>
[a

EXPLORE THE FULL
RESULTS

Questions are grouped Q3i. Are there barriers preventing you from moving to another role?
by topics in this report.

4494  51% 35% 26%

Geographic location considerations

349 41%  29%  30%

Personal/family considerations

The application/recruitment process is too cumbersome
or time consuming

349 39% 29%  23%

329 33%  29%  29%

Lack of promotion opportunities

299 24% 3%  32%

There are no major barriers to my career progression

299%  32% 27% 30%

Lack of visible opportunities

17% 17%  16%  15%

Lack of support for temporary assignments/secondments

13% 1% 12% 14%

Lack of support from my manager/supervisor

12% 15% 17% 16%

Insufficient training and development

Other 12% 1% 10% 9%

10% 1% 12% 1%

Lack of required capabilities or experience

% are calculated with the number of unique respondents (N = 478 to this question)
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

PARENT 2018

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2018

Questions are grouped Q10a. In the last 12 months | have witnessed misconduct/wrongdoing at work

by topics in this report.
Yes ] 19%  18%  20% 24%
Don't know - 16%  15% 19% 18%

Q10b. If yes to 10a, have you reported the misconduct/wrongdoing you witnessed in the last 12 months?

No - 299  36% 31% 32%

Don't know I 3% 2% 2% 2%
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

UNACCEPTABLE CONDUCT

Q1l1la. In the last 12 months | have witnessed bullying at work

PARENT 2018
PUBLIC SECTOR 2018

Yes - 259 24%  25% 33%
Don't know . 10% 10% 12% 10%

Q11b. In the last 12 months | have been subjected to bullying at work

Yes . 13%  14% 13% 18%
Don't know I 6% 6% 8% 6%
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

UNACCEPTABLE CONDUCT

Qllc. Please indicate the role of the person who has been the source of the most serious bullying you

have been subjected to in the last 12 months

PARENT 2018

®
o
N
04
O
=
@)
L
0
1]
Il
o
>
[a

Prefer not to say

25%

8% 24% 14%

Your Immediate Manager/Supervisor

23%

32% 21% 23%

A fellow worker at your level

23%

28% 19% 27%

A senior manager

14%

9% 25% 21%

A subordinate

1%

9% 8% 7%

A client or customer

3%

2% 2% 2%

A member of the public other than a client or customer @)
Other (9]
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

PARENT 2018

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2018

. Q12a. In the last 12 months | have been subjected to physical harm and/or sexual harassment or abuse
Questions are grouped I

by topics in this report.

Yes | 1% - 1% 3%
Don't know I 2% = 2% 2%

Q12b. If yes to 12a, please indicate the role of the person who has been the source of the most serious
physical harm and/or sexual harassment or abuse you have been subjected to in the last 12 months

A person at work (3]
A member of the public )
Other (9]
Prefer not to say (9]
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q1. What level is your current role?

©
—
=]
3
'_
Z
L
o
<
o

CLUSTER 2018

SEB1 I 5oy 6% 1%
SEB 2 I 2% 2% 3%
SEB 3 | 1o 2% 3%
Non-executive who manages employees - 14% 19% 19%
Non-executive who does not manage employees _ 7 8o 71% 64%

Q2. This survey asks questions about senior managers. Which

managers are closest to those you were thinking about when

you answered these questions?
Secretary and executive team I 5% 4% 4%
Deputy Secretary and executive team I 7% 6% 6%
Executive Directors - 15% 14% 15%
Directors _ 47% 36% 27%
The managers of my manager/team leader - 26% 39% 48%
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q3. Have you noticed senior managers taking action as a result

of the last PMES?

PARENT 2018

©
-
o
39
o
i}
[
(2]
o]
=
©]

Yes - 350 37%  30%

No - 30% 23% @ 22%

Not sure - 350, 40%  48%
Q4. Are you currently working in an activity based environment?

Yes - 300w 37%  46%

No _ 700%  61% 36%

Not applicable (for Service NSW staff) | 1% 1% 18%
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q5. If you answered YES, how satisfied are you with your
activity based working environment?

PARENT 2018

CLUSTER 2018

Very satisfied - 16%  14% 19%
Satisfied - 19% 34%  39%
Neutral - 18% 24%  23%
Unsatisfied - 149 10% 10%
Very unsatisfied - 329% 17% 8%
Not applicable | 1% 1% 0%
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q6. If more flexible work options were available, would you
consider discussing them with your manager?

PARENT 2018
CLUSTER 2018

I 0l

90% 89%

No . 9%

10% 1%

Q7. Have you applied for an ongoing or acting opportunity in
the Finance and Services cluster or elsewhere in the past twelve
months?

Yes - 30%

36% 29%

. = R

64% 71%
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ALL QUESTIONS

i

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

©
-
o
39
o
i}
[
(2]
o]
=
©]

PARENT 2018

EXPLORE THE FULL
SURVEY RESULTS

) Q8. If YES, which best describes your most recent career
Questions are grouped development experience?

by topics in this report.

Applied for and won an acting or ongoing role in the
Finance and Services cluster

A50  49%  42%

Applied for and did not win an acting or ongoing role in
the Finance and Services cluster

31% 31% 28%

Applied for and did not win an acting or ongoing role
elsewhere in the NSW public sector

6% 5% 9%

1% 2% 4%

Applied for a position outside the NSW public sector

Other 12% 11% 14%

Aoy 2% 3%

Not applicable
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped

by topics in this report.

NSW PMES 2018

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q9. In the past 12 months, what has made the greatest
difference to your career development?

CLUSTER 2018

©
—
=]
3
'_
Z
L
o
<
o

Attending Leadership Excellence (DFSI only) 1% 2% 1%
Attending Leadership Essentials (DFSI only) 2% 3% 2%
Attending a leadership program 2% 2% 2%
Qcycceasrs;r;? (t[mfnzr;l.?srg)ortal of self-directed courses on 1% 204 3%
Attending the 7 Habits program O% 0% 5%

Conversations with your manager

23%

27% 26%

Coaching

1%

3% 6%

Mentoring

Ow

8% 7%

Stretch opportunity or project work within current role

17%

16% 15%

Networking opportunity

13%

9% 7%

Other

31%

29% 27%

PAGE 38

ORC International | www.orcinternational.com




PROFILE OF RESPONDENTS

NSW PMES 2018

GENDER

Male

47%

L 50
| 3%

Other
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PROFILE OF RESPONDENTS

NSW PMES 2018

AGE

15 -19
2024 | 1o
2529 1 3%
30-34 [ S
35-39 [ ] 12%
40- 44 ] 19%
45 - 49 ] 18%
50 - 54 ] 17%
55 - 59 [ ] 13%
60 - 64 [] 1%
65+ l 2%
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PROFILE OF RESPONDENTS

TYPE OF WORK

Service delivery involving direct contact with the general public (e.g. teaching, nursing,
policing, shopfront/counter service)

950%
8%
%
1o
2%
2%

15%
1o

14%

Other service delivery work (work that does not involve contact with the public, but it is
critical to the delivery of a service, e.g. maintenance, technical support, catering,
cleaning/laundry)

Administrative support (e.g. executive/personal assistant, receptionist)

Corporate services (e.g. HR, finance, IT, ministerial or parliamentary processes)

Policy

Research

Program and project management support

Legal (including developing and/or reviewing legislation)

Other
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PROFILE OF RESPONDENTS
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PROFILE OF RESPONDENTS

TENURE IN ORGANISATION

Less than 1year

11%

1-2 years Qo

2 - 5 years 159
5-10 years 15%
10 - 20 years 39q

More than 20 years

129%
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PROFILE OF RESPONDENTS

FLEXIBLE WORKING

Flexible start and finish times

88%
42%
33%
24%
8%
8%
6%

Working from home

Working from different locations

Working additional hours to make up for time off

Leave without pay

Working more hours over fewer days

Part-time work

% are calculated with the number of unique respondents (N = 462 to this question)
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PROFILE OF RESPONDENTS

FLEXIBLE WORKING

None of the above

6%
4o
2%

Purchasing annual leave

Flexible scheduling for rostered workers

Study leave 2%
Job sharing 2%
Other 2%

% are calculated with the number of unique respondents (N = 462 to this question)
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RESULT BY TYPE OF WORK

teaching, nursing, policing,
executive/personal assistant,
receptionist)
IT, ministerial or parliamentary
reviewing legislation)
Other

Other service delivery work (work
Administrative support (e.g.

that does not involve contact with
the public, but it is critical to the
processes)
Policy
Research
Program and project management
support

Legal (including developing and/or

Service delivery involving direct
contact with the general public (e.g.
Corporate services (e.g. HR, finance,

ENGAGEMENT WITH

WORK 69% | 66% | 69% | 70% () (p) () 74% (9] 73%
SENIOR MANAGERS 47% | 39% | 59% 61% () (p) (o) 58% (9] 50%
COMMUNICATION 63% | 58% | 69% | 69% () (p) (9] 72% (o) 65%
HIGH PERFORMANCE 62% | 57% | 67% | 73% (o) (o) () 71% (p) 62%

PUBLIC SECTOR VALUES 62% | 57% | 65% 72% () (p) () 72% (9] 63%

DIVERSITY & INCLUSION 73% | 70% | 76% 81% (o) (®) () 79% (9] 75%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS

NSW PMES 2018 PAGE 46 ORC International | www.orcinternational.com



RESULT BY SALARY

Less than $43,557
$51,177 - $61,657
$61,658 - $68,928
$81,369 - $92,469
$121,917 - $140,995

$68,929 - $81,368

$43,557 - $51,176
$92,470 - $105,408

$105,409 - $121,916
$140,996 - $157,762
$157,763 - $183,299
$183,300 - $261,450
$261,451 - $328,900

ENGAGEMENT WITH

69% () (9] (o) () 64% | 75% | 66% | 68% | 86% () (p) (o) (9]

WORK

SENIOR MANAGERS 47% () () (o) () 46% | 47% | 44% | 43% | 63% () (p) (o) ()
COMMUNICATION 63% () () (o) () 60% | 61% | 60% | 62% | 78% () (p) (o) ()
HIGH PERFORMANCE 62% () (9] () (o) 63% | 65% 61% 59% | 75% () (p) () (9]

PUBLIC SECTOR VALUES 62% (o) (9] (o) () 59% | 62% 61% 59% | 74% () (p) (o) (9]

DIVERSITY & INCLUSION 73% (o) (9] () (o) 73% | 69% 71% 71% 87% () (®) () (o)

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY SALARY

$328,901 or more
Prefer not to say

ENGAGEMENT WITH

69% () 60%

WORK

SENIOR MANAGERS 47% () 38%
COMMUNICATION 63% () 52%
HIGH PERFORMANCE 62% () 55%

PUBLIC SECTOR VALUES 62% (o) 54%

DIVERSITY & INCLUSION 73% (o) 66%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY TENURE IN ORGANISATION

1- 2 years
2 - 5years
5-10 years

Less than 1year
10 - 20 years
More than 20 years

ENGAGEMENT WITH

69% | 76% | 82% | 76% | 66% | 65% | 68%

WORK

SENIOR MANAGERS 47% | 68% | 62% | 52% | 35% | 43% | 41%
COMMUNICATION 63% 81% 77% | 66% | 56% | 59% | 60%
HIGH PERFORMANCE 62% | 78% | 74% | 66% | 58% | 59% | 60%

PUBLIC SECTOR VALUES | 62% | 80% | 73% | 64% | 55% | 59% | 58%

DIVERSITY & INCLUSION 73% | 84% | 86% | 74% | 70% 71% 67%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULTS BY TYPES OF FLEXIBLE WORKING

up for time off
Flexible scheduling for rostered
workers
Part-time work
Job sharing
Working from different locations
Working from home
Purchasing annual leave
Leave without pay
Study leave
Other
None of the above

Flexible start and finish times
Working more hours over fewer
days
Working additional hours to make

ENGAGEMENT WITH

69% | 70% | 74% | 70% () (p) () 78% | 76% (o) 61% (p) (o) (9]

WORK

SENIOR MANAGERS 47% | 47% 51% 45% () (p) (o) 51% 49% () 44% (p) (o) ()
COMMUNICATION 63% | 64% | 69% | 60% () (p) (9] 69% | 67% () 58% (p) (o) ()
HIGH PERFORMANCE 62% | 63% | 66% | 62% (o) (o) () 68% | 66% () 61% (p) () (9]

PUBLIC SECTOR VALUES | 62% | 63% | 67% 61% () (p) () 67% | 65% (o) 60% (p) (o) (9]

DIVERSITY & INCLUSION 73% | 74% | 76% | 73% (o) (®) () 80% | 78% (o) 67% (®) () (o)

*multiple types may be choosen.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULTS BY REGION
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63% @ 66% @ 64% @ 66% | 63% | 61%

ENGAGEMENT WITH

69% | 73% | 72% | 70% | 73% | 68% | 77% (D) (D) (9] (@) () (9]

WORK

SENIOR MANAGERS 47% | 53% | 48% | 49% | 45% | 43% | 46% (9] (9] () () (p) (o)
COMMUNICATION 63% | 70% | 64% | 66% | 66% | 66% | 63% () (p) () () (p) (o)
HIGH PERFORMANCE 62% | 70% 61% 62% | 62% | 59% | 63% () (p) () () (p) ()

PUBLIC SECTOR VALUES | 62% | 69% | 62% | 63% | 59% | 59% | 63% () (9] (o) () (p) (o)

DIVERSITY & INCLUSION 73% 78% 71% 72% 78% 77% 73% (o) (9] (o) () (®) ()

*Sydney East and Sydney West are higher level results for the Sydney sub-regions.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULTS BY REGION

Far West and Orana
New England and North West
Capital Region
Coffs Harbour - Grafton
Murray
Central West
Richmond - Tweed
Sydney - Parramatta
Sydney - Inner South West
Sydney - Sutherland
Sydney - Eastern Suburbs
Sydney - Inner West

Southern Highlands and Shoalhaven

63% (®) (®) (p) (®) () (9] (®) (®) (p) (®) (o) (p) (®)

ENGAGEMENT WITH

69% | (N () (9] (9] r (9] () (] (9] () r (9] ()

WORK

SENIOR MANAGERS 47% | (0 ) ) (@) Q) ) @) ) @) @) Q) ) )
COMMUNICATION 63% | (N ) ) @) Q) 3) @) ) @) @) Q) ) )
HIGH PERFORMANCE 62% () ) (o) (o) Q) (9 (r) ) (o) () (r (o) )

PUBLIC SECTOR VALUES 62% (o) (9] (o) () (p) () () (9] (o) () (o) ) (o)

DIVERSITY & INCLUSION 73% ) @) ) ®) @) () @) ) ) ) ) ) )

*Sydney East and Sydney West are higher level results for the Sydney sub-regions.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULTS BY REGION

Hunter Valley exc Newcastle
OUTSIDE NSW
Sydney - Blacktown
Sydney - Northern Beaches
Sydney - Outer South West
Sydney - Ryde

63% ) (p)

ENGAGEMENT WITH

69% () () (9] (9] r (9]

WORK

SENIOR MANAGERS 47% (9] (D) (9] (@) () (9]
COMMUNICATION 63% (D) (D) (9] (@) () (9]
HIGH PERFORMANCE 62% (9] (p) (9] (9 (9 (@)

PUBLIC SECTOR VALUES 62% (o) (9] (o) () (p) ()

DIVERSITY & INCLUSION 73% (o) (9] () (o) (®) ()

*Sydney East and Sydney West are higher level results for the Sydney sub-regions.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY AGE

ENGAGEMENT WITH

69% () (9] (o) 70% | 76% 71% 70% | 70% | 68% | 65% (p)

WORK

SENIOR MANAGERS 47% () () (o) 59% | 50% | 49% | 44% | 46% | 42% | 39% (p)
COMMUNICATION 63% () () (o) 75% | 63% | 65% | 62% | 62% | 60% | 59% (p)
HIGH PERFORMANCE 62% () (9] () 71% 64% | 65% 61% 61% 59% 61% (p)

PUBLIC SECTOR VALUES | 62% (o) (9] (o) 70% | 65% | 62% 61% 63% | 58% | 57% (p)

DIVERSITY & INCLUSION 73% (o) (9] () 79% | 76% | 76% | 73% 72% 71% 69% (®)

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY GENDER

ENGAGEMENT WITH

69% 71% 71% (o)

WORK

SENIOR MANAGERS 47% | 46% | 49% (o)
COMMUNICATION 63% | 63% | 65% (9]
HIGH PERFORMANCE 62% | 62% | 65% ()

PUBLIC SECTOR VALUES | 62% | 62% | 64% (o)

DIVERSITY & INCLUSION 73% | 73% 75% ()

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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CURRENT ROLE

SEB 1
SEB 2
SEB 3
Non-executive who manages
employees
Non-executive who does not
manage employees

ENGAGEMENT WITH

69% () (9] (o) 78% | 67%

WORK

SENIOR MANAGERS 47% () () (o) 58% | 43%
COMMUNICATION 63% () () ) 74% 61%
HIGH PERFORMANCE 62% () (9] () 74% | 59%

PUBLIC SECTOR VALUES 62% (o) (9] (o) 71% 59%

DIVERSITY & INCLUSION 73% (o) (9] () 83% 71%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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GUIDE TO THIS REPORT

€ SURVEY TIME FRAME € How TO READ THIS REPORT

_ _ The majority of questions have a 5- W eiter [ T
This report contains results from the 2018 People Matter [PIYg Ad’e  Agreeror [Disagree A

_ point answer scale. The Strongly Agree Disagree
Employee Survey which was open from 1 June to 2 July and Agree scores are combined to

2018. . .
create an agreement (or positive) score L
which is shown as a rounded Disagree

percentage.

O rrvacy €O rounoine

Responses from individual employees are confidential
and strict rules are in place to safeguard privacy at every
stage of the survey process.

Results are presented as whole numbers for ease of reading, with
rounding performed at the last stage of the calculation for maximum
accuracy.

There is no way of tracing individuals in reports or Values from .00 to .49 are rounded down, whereas values from .50

through the de-identified survey data. There are limits to .99 are rounded up. Therefore, in some instances the data will not
on the size of work teams that can be reported (10 or add up to 100%.

more employees) and responses from demographic
groups (30 or more employees). 0 MORE DETAILS ABOUT THE SURVEY AND ITS METHODOLOGY

Where people work in small teams, the results are
merged with larger business units and results are not See the Main Findings report on the Public Service Commission web

available. Where this happens an ‘r’ is shown in reports. site.
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HEADLINES

RESPONSE
RATE

87%

463 OF 532 RESPONDENTS

RESPONSE RATE 2018: 91%

ENGAGEMENT WITH

WORK
70% o

DIFFERENCE FROM 2018 __*1

(69%)
DIFFERENCE FROM +1
PARENT* (69%)
DIFFERENCE FROM -3
PUBLIC SECTOR (73%)
PUBLIC SECTOR
VALUES

64% ©

DIFFERENCE FROM 2018 Tz

(62%)
DIFFERENCE FROM -2
PARENT* (66%)
DIFFERENCE FROM +2
PUBLIC SECTOR (62%)

NSW PMES 2019

EMPLOYEE
ENGAGEMENT

65%

DIFFERENCE FROM 2018 __*1

(63%)
DIFFERENCE FROM o
PARENT* (65%)
DIFFERENCE FROM -1
PUBLIC SECTOR (66%)
SENIOR
MANAGERS

50% ©

DIFFERENCE FROM 2018 _ *3

(47%)
DIFFERENCE FROM -5
PARENT* (54%)
DIFFERENCE FROM 0
PUBLIC SECTOR (50%)
DIVERSITY &
INCLUSION

74% ©

DIFFERENCE FROM 2018 G

(73%)
DIFFERENCE FROM (o]
PARENT* (74%)
DIFFERENCE FROM +5
PUBLIC SECTOR (69%)

COMMUNICATION

65% ©

DIFFERENCE FROM 2018 _ *2

(63%)
DIFFERENCE FROM -2
PARENT* (67%)
DIFFERENCE FROM +3
PUBLIC SECTOR (62%)
FLEXIBLE WORKING

SATISFACTION

78% ©

DIFFERENCE FROM 2018 .

(78%)
DIFFERENCE FROM +7
PARENT* (71%)
DIFFERENCE FROM +19
PUBLIC SECTOR (59%)

PAGE 03

HIGH
PERFORMANCE
(o)
63% -
o

DIFFERENCE FROM 2018 (62%)
DIFFERENCE FROM -2
PARENT* (65%)
DIFFERENCE FROM -2
PUBLIC SECTOR (65%)
ACTION ON
RESULTS

40% ©

DIFFERENCE FROM 2018 e

(39%)
DIFFERENCE FROM -7
PARENT* (47%)
DIFFERENCE FROM +1
PUBLIC SECTOR (39%)

i

QUESTIONS ARE
GROUPED INTO
TOPICS IN THIS
REPORT.

This page compares the
aggregate or individual scores
for key topics. The individual
questions in each group are
listed in the All Questions
section.

The Employee Engagement
index is weighted. It cannot be
compared to the other scores
which are the average of the %
agreement results (strongly
agree and agree scores).

Response Rate: some entities
exceed 100% where responses
were greater than the employee
headcount. This is thought to be
primarily due to employees
selecting the wrong work
location in the survey

*Parent refers to Better Regulation
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HIGHEST AND LOWEST QUESTIONS

HIGHEST SCORING
AGREEMENT QUESTIONS

AGREEMENT
2019

AGREEMENT
2018

i

‘ LOWEST SCORING
AGREEMENT QUESTIONS

AGREEMENT
2019

AGREEMENT
2018

1g.

2a.

1h.

Ta.

2c.

8e.

5b.

8d.

2e.

8a.

| know how to address a health and safety
issue | have identified

My workgroup strives to achieve
customer/client satisfaction

| am comfortable notifying my manager if |
become aware of any risks at work

| understand what is expected of me to do
well in my role

| receive help and support from other
members of my workgroup

My manager supports flexible working in my
team

My manager listens to what | have to say

How satisfied are you with your ability to
access and use flexible working arrangements?

People in my workgroup treat each other with
respect

My organisation respects individual differences
(e.g. cultures, working styles, backgrounds,
ideas)

NSW PMES 2019

87%

86%

86%

84%

83%

83%

79%

78%

77%

77%

83%

87%

83%

86%

83%

76%

78%

77%

74%

| feel that change is managed well in my

7c. 31% 27%

organisation YOUR PEOPLE
_ _ o MATTER QUESTION
Ta. L:;\(;qs;son::gsgss(;: the ways my organisation 32% 28% RESULTS AT A
d GLANCE
7g. | have confidence in the way recruitment 35% 36%

decisions are made The highest and lowest

scoring agreement
guestions based on
respondents who have
selected 'Strongly agree’
and 'Agree’.

| believe action will be taken on the results o o
10a. from this survey by my organisation 40% 39%

| feel that senior managers effectively lead and

[+) [+)
6b. manage change 41% 40%
6h. | feel that senior managers listen to employees | 45% 42%
My organisation is making the necessary o
7b. improvements to meet our future challenges 45% 47%
5h. My manager deals appropriately with 46% 40%
employees who perform poorly
7d. There is good co_—opgratlon between teams 46% 46%
across our organisation
6a. | believe senior managers provide clear 48% 45%

direction for the future of the organisation
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MOST AND LEAST IMPROVED QUESTIONS

MOST IMPROVED AGREEMENT
QUESTIONS

AGREEMENT
2019

AGREEMENT
2018

LEAST IMPROVED AGREEMENT
QUESTIONS

AGREEMENT
2019

AGREEMENT
2018

5h.

6C.

69.

7c.

19.

8b.

7j.

7h.

Na.

7k.

My manager deals appropriately with
employees who perform poorly

| feel that senior managers model the values
of my organisation

| feel that senior managers keep employees
informed about what's going on

| feel that change is managed well in my
organisation

| know how to address a health and safety
issue | have identified

Personal background is not a barrier to
success in my organisation (e.g. cultural
background, age, disability, sexual orientation,
gender etc.)

| am proud to tell others | work for my
organisation

My organisation generally selects capable
people to do the job

| have confidence in the ways my organisation
resolves grievances

| feel a strong personal attachment to my
organisation

NSW PMES 2019

46%

53%

54%

31%

87%

74%

68%

54%

32%

66%

40%

48%

50%

27%

83%

70%

65%

51%

28%

63%

2b.

4a.

2c.

1f.

7b.

1b.

3f.

50.

79.

My workgroup works collaboratively to
achieve its objectives

| am paid fairly for the work | do

| receive help and support from other
members of my workgroup

| am able to keep my work stress at an
acceptable level

My organisation is making the necessary
improvements to meet our future challenges

| am provided with the support | need to do
my best at work

| have received appropriate training and
development to do my job well

| am satisfied with my job

My manager provides acknowledgement or
other recognition for the work | do

| have confidence in the way recruitment
decisions are made

PAGE 05

75%

70%

83%

57%

45%

64%

62%

67%

74%

35%

79%

73%

86%

59%

47%

66%

64%

68%

76%

36%

i

YOUR PEOPLE
MATTER QUESTION
RESULTS AT A
GLANCE

These are the questions
that have shown the
greatest percentage
increase and decrease in
agreement, based on
respondents who have
selected 'Strongly agree’
and 'Agree’.
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HIGHEST NEUTRAL SCORING QUESTIONS

AGREEMENT SCORES

FOR HIGHEST NEUTRAL

QT11a. | have confidence in the ways my
organisation resolves grievances

%
POSITIVE

32%

Q5h. My manager deals appropriately with
employees who perform poorly

46%

HIGHEST NEUTRAL % DISAGREEMENT SCORES %
SCORING QUESTIONS LR FOR HIGHEST NEUTRAL sz
Q1la. | have confidence in the ways my Q1la. | have confidence in the ways my

organisation resolves grievances organisation resolves grievances

37%

32%

Q@6i. Senior managers in my organisation support
the career advancement of women

60%

Q5h. My manager deals appropriately with Q5h. My manager deals appropriately with
employees who perform poorly employees who perform poorly

32%

22%

Q7e. People in my organisation take
responsibility for their own actions

50%

Q@6i. Senior managers in my organisation support Q@6i. Senior managers in my organisation support
the career advancement of women the career advancement of women

28%

12%

Q7b. My organisation is making the necessary
improvements to meet our future challenges

45%

Q7e. People in my organisation take Q7e. People in my organisation take
responsibility for their own actions responsibility for their own actions

27 %

23%

FIND YOUR HIGHEST

NEUTRAL SCORES

Results are rounded and may not
add up to 100%

Q7b. My organisation is making the necessary Q7b. My organisation is making the necessary
improvements to meet our future challenges improvements to meet our future challenges

27 %

28%

THESE ARE YOUR HIGHEST NEUTRAL SCORING QUESTIONS

- WHAT ARE EMPLOYEES MOST - WHAT ARE EMPLOYEES MOST NEUTRAL ABOUT? WHERE A LOT OF

POSITIVE ABOUT? EMPLOYEES ARE RESPONDING 'NEITHER AGREE NOR DISAGREE' (%

(STRENGTHS) NEUTRAL), THIS MAY INDICATE MIXED VIEWS OR INCONSISTENT

EXPERIENCES.
(AREAS OF POTENTIAL)

- WHAT ARE EMPLOYEES MOST
NEGATIVE ABOUT?
(AREAS OF CONCERN)

NSW PMES 2019
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RESPONDENT PROFILE

This data shows the proportion of people who completed the survey.
Survey responses: 463

Gender Survey % Employment Status Survey % Type of work Survey %
Male 47 Senior Executive (ongoing/permanent or term) 2 Service delivery involving direct contact with the
eneral public (e.g. teaching, nursing, policing, 49
Female 46 Ongoing/Permanent (other than senior executive) 93 ghopfronpt/coun(tergservice) g 9P g
Other 6 Temporary (including temporary teachers and 2 Other service delivery work (work that does not
graduates) involve contact with the public, but it is critical to the 10
Age Survey % Casual 0 delivery of a service, e.g. maintenance, technical
) support, catering, cleaning/laundry)
15 - 34 years 10 Contract — Non Executive 1 - . )
] ) Administrative support (e.g. executive/personal 8
35 - 54 years 67 Labour hire (staff employed by an external supplier - 1 assistant, receptionist)
eg. recruitment agency, generally for a limited term) . ) S
55+ years 23 Corporate services (e.g. HR, finance, IT, ministerial 1
Other 0 or parliamentary processes)
LOTE spoken at home Survey % Don’t know 1 Policy 2
v 12 Research
es Manager of managers Survey % .
Program and project management support 13
No 78 Yes 5
Legal (including developing and/or reviewing
Prefer not to say 1 No 95 legislation) !
o . Other 13
Aboriginal and/or Torres Strait Islanders Survey %
Supervisors Survey %
Yes 4 Organisation Tenure Survey %
N 85 Yes 19
o}
No 81 Less than 1 year 9
Prefer not to say 12 1-2years 9
Working arrangement Survey % 2 - 5 years 15
Disability Survey % .
Full-time 94 5-10 years 19
Yes 5 .
Part-time 6 10 - 20 years 38
No 85
More than 20 years 10
Prefer not to say 10
Salary Survey %
LGBTI Survey %
$83,402 and below 10
Yes 4
$83,403 - $108,043 28
No 86
$108,044 - $144,520 49
Prefer not to say 10
$144,521 and above 17

Results are rounded and may not add up to 100%
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TAKING ACTION

i

WHAT'S NEXT?

Sector employees
have given their
feedback and these
results show where
actions and
improvements are
required.

Research has shown
that a key reason why
employees can
become disengaged
is if they are asked
their opinion and then
no action takes place
as a result.

Results are rounded
and may not add up to
100%

NSW PMES 2019

40

of employees replied favourably to:

‘I believe action will be
taken on the results
from this survey by my
organisation.’

39% 50% 39%

SECTOR CLUSTER 2018

PAGE 08
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KEY DRIVERS OF ENGAGEMENT

i

Employee Engagement

scores at different levels
are shown in earlier and
following pages.

These results show the
issues that are the most
significant influencers of
employee engagement in
the workplace at this
level.

The questions are ranked
in order of influence. In
prioritising areas for
action, it is common to
focus on items with a low
agreement score but
higher in the ranked list of
drivers, as they have
higher impact. Variation
of drivers within the
organisation and business
priorities should be
considered.

If Engagement scores are
high, other scores are
often high as well.

NSW PMES 2019

*Parent refers to Better Regulation

o,
RA N K % AGREEMENT % AGREEMENT % AGREEMENT % A(SLRJSE:\?:ENT
2019 2018 PARENT SECTOR

Q@Q6d. Senior managers encourage innovation by employees 49% 49% 57% 51%
Q6c. | feel that senior managers model the values of my o o o
organisation 53% 48% 58% 52%

Q6b. | feel that senior managers effectively lead and manage 41<y 40% 48% 47%

change )

Q6a. | believe senior managers provide clear direction for the o o o

future of the organisation 48% 45% 24% o7

Q7a. My organisation focuses on improving the work we do 6 7% 67% 71% 69%

Q7f. My organisation is committed to developing its employees 53% 53% 51% 53%
PAGE 09 ORC International | www.orcinternational.com




BUSINESS UNIT COMPARISON

i

COMPARISON OF
LOWER LEVEL
BUSINESS UNITS

SafeWork NSW
SafeWork NSW Operations
SafeWork NSW Specialist

Services

NUMBER OF RESPONDENTS

This page compares key
guestion group scores
for SafeWork NSW

EMPLOYEE ENGAGEMENT

ENGAGEMENT WITH

(o) [o) [o)
WORK 70% 71% 70%

SENIOR MANAGERS 50% 47% 55%
The Employee

Engagement Index is a
Weight_ed score. The COMMUNICATION 65% 63% 68%
remaining scores are
the average of %
agreement results for all HIGH PERFORMANCE 63% 61% 65%
questions in a topic
group.

PUBLIC SECTOR VALUES | 64% | 62% | 68%

Significant differences
to demonstrate best
practice and areas that
require attention.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW CUT OFF
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE LIMIT OF 10 RESPONDENTS

NSW PMES 2019 PAGE 10 ORC International | www.orcinternational.com



ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

EMPLOYEE ENGAGEMENT 659% AGGREGATE SCORE

AGREEMENT 2019

Q7i. | would recommend my organisation as a great place to

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

(2]
o
N
o
O
[
)
L
(%]
)
-
)
>
o

Q7j. 1 am proud to tell others | work for my organisation 19 8 I 68% 65% 66% 69% 70%
Q7k. | feel a strong personal attachment to my organisation 21 8 I 66% 63% 61% 60% 64%
(()thjl.eglxlggganisation motivates me to help it achieve its 23 15 E 54% 53% 56% 60% 56%
Q7m. My organisation inspires me to do the best in my job 25 15 E 52% 51% 54% 60% 56%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

ENGAGEMENT WITH WORK

Qlc. My job gives me a feeling of personal accomplishment

709% AGGREGATE SCORE

AGREEMENT 2019

s Bl 74

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

72% 72% 73% 76%

Q1d. | feel motivated to contribute more than what is normally
4 Bl 69+

required at work

68% 70% 72% 72%

Qle. | am satisfied with my job

o il 67+

68% 66% 69% 69%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

SENIOR MANAGERS

Qo6a. | believe senior managers provide clear direction for the

50% AGGREGATE SCORE

AGREEMENT 2019

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

e e e e 20 [17 A8y 45% 54%  56% 5%
?hGat;glgeel that senior managers effectively lead and manage _ 23 18 A% 40% 48% 509 47%
c?r%cénlizziilot:at senior managers model the values of my 20 113 53% 48% 58% 58% 529%
Q6d. Senior managers encourage innovation by employees 25 4R 49y 49% 57% 60%  51%
e o e mon e ™ 23 [f@ 58% 57% 58% 60%  53%
o e g o s ver 17 IOl 67% 6% 7% 73% 6%
ngutl \f’\?ﬁalttvf;agt;ir;ic())rnmanagers keep employees informed 18 15 549 50% 579 579 48%
Q6h. | feel that senior managers listen to employees 23 |16 459 42% 50%  51%  44%
Q7c. | feel that change is managed well in my organisation - 26 21 3% 27% 38% 46%  42%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

COMMUNICATION 65% AGGREGATE SCORE

AGREEMENT 2019

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

Q5c. My manager communicates effectively with me 13 8 72% 70% 74% 76% 72%
Q5d. My manager encourages and values employee input ngl 764« 5%  77%  78%  73%
(()}uSre\.Nr\(’)I?/kmanager involves my workgroup in decisions about 13 M I 71% 70% 70% 73% 68%
G st i marssrs o arloyes s s [SA 54% sox  s%  s7% dew
Q6h. | feel that senior managers listen to employees 23 |16 459 42% 50%  51%  44%
Q8c. | am able to speak up and share a different view to my 12 8 l 739 71% 73% 76% 69%

colleagues and manager

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

HIGH PERFORMANCE 63% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

(2]
o
N
o
O
[
)
L
(%]
)
-
)
>
o

Questions are grouped by Qla. | understand what is expected of me to do well in my role 9 I 84% 83% 85% 88% 90%
topics in this report.

Q2b. My workgroup works collaboratively to achieve its o o o o
Q3f. | have received appropriate training and development to _ I & ® ® o
do my job well 22 18 13 62% 64% 60% 62% 66%

Results show the Q5a. My manager encourages people in my workgroup to 1 I o o o o o
proportion of respondents keep improving the work they do R sl /7% 76% 77% 80% 75%
answering positively

(Strongly Agree and Q5f. | have confidence in the decisions my manager makes 16 I 71% 68% 72% 74% 69%

Agree), negatively
(Strongly Disagree and

Disagree) and those who Q6d. Senior managers encourage innovation by employees 25 14 WM 49% 49% 57% 60% 51%
are neutral.
Q6e. Senior managers promote collaboration between my _ E o o o o
organisation and other organisations we work with 14 23 T 58% S57% 58% 60% 53%
Results are rounded and Q7a. My organisation focuses on improving the work we do 17 11 I 67% 67% 71% 77% 69%
may not add up to 100%
Q7b. My organisation is making the necessary improvements o o o o
to meet our future challenges 27 18 45% 47% 55% 65% S7%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

HIGH PERFORMANCE

Q7d. There is good co-operation between teams across our

63% AGGREGATE SCORE

AGREEMENT 2019

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

organisation _ 25 20 E 46% 46% 46% 54% 50%
Q7h. My organisation generally selects capable people to do 23 15 E 547 51% 549 589 549%
()

the job

Strongly . . Strongly
KEY Neither Disagree dfszeree

PAGE 16

ORC International | www.orcinternational.com




ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

PUBLIC SECTOR VALUES

Q2a. My workgroup strives to achieve customer/client

64% AGGREGATE SCORE

AGREEMENT 2019

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

San iy e sl] 86% ©87% 87% 89%  86%
Q2e. People in my workgroup treat each other with respect 1 8' 77% 77% 77% 81% 75%
onp Imoroving the work they do - erkareup e 138 77% 76% 77%  80%  75%
QS5b. My manager listens to what | have to say o] 79% 76% 79% 8%  76%
Sﬁjrel giléf]\éeoi:r;ﬁ;;\ii?]agers provide clear direction for the 20 17 48% 45% 54% 56% 51%
ngZr:iiifilg:at senior managers model the values of my 20 13 53% 48% 58% 58% 529%
o e m e oot busness omectes 7 ol 67% e6% 7% 73% 6w
?k?ogttl :\?ﬁ;ttvt;agt;ir;icc))rnmanagers keep employees informed 18 155 549 50% 57% 57% 48%
Q6h. | feel that senior managers listen to employees 23 16 454  42% 50% 51% 44%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

PUBLIC SECTOR VALUES

64% AGGREGATE SCORE

AGREEMENT 2019

Q7a. My organisation focuses on improving the work we do 17 11 I 67%

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

67% 71% 77% 69%

Q7e. People in my organisation take responsibility for their _ 27 15 E 50%

own actions

47% 49% 54% 48%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

DIVERSITY & INCLUSION

Qlb. | am provided with the support | need to do my best at
work

749% AGGREGATE SCORE

R - el

AGREEMENT 2019

64%

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

Q5b. My manager listens to what | have to say

I =7 o

79%

Q5d. My manager encourages and values employee input

EEZE e 6

/6%

Q6i. Senior managers in my organisation support the career
advancement of women

B = [l

60%

Q8a. My organisation respects individual differences (e.g.
cultures, working styles, backgrounds, ideas)

EEEm e < [

77%

Q8b. Personal background is not a barrier to success in my
organisation (e.g. cultural background, age, disability, sexual
orientation, gender etc.)

Bz - i

74%

Q8c. | am able to speak up and share a different view to my
colleagues and manager

B - 6l

73%

Q8d. How satisfied are you with your ability to access and use

flexible working arrangements?
Response scale Very satisfied - Very unsatisfied

e -

78%

Q8e. My manager supports flexible working in my team

I s o

83%

66% 65% 70% 67%
76% 79% 81% 76%
75% 77% 78% 73%
60% 65% 68% 61%
74% 80% 84% 77%
70% 77% 81% 76%
71% 73% 76% 69%
78% 71% 67% 59%
83% 77% 73% 63%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

FLEXIBLE WORKING 809% AGGREGATE SCORE

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

EXPLORE THE FULL
RESULTS

Q8d. How satisfied are you with your ability to access and use
Questions are grouped by flexible working arrangements? 12 I 78% 78% 71% 67% 59%

topics in this report. Response scale Very satisfied - Very unsatisfied

Q8e. My manager supports flexible working in my team 9 I 83% 83% 77% 73% 63%

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

RECRUITMENT

Q79g. | have confidence in the way recruitment decisions are
made

449 AGGREGATE SCORE

Elzen o

AGREEMENT 2019

20 35%

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

36% 36% 42% 39%

Q7h. My organisation generally selects capable people to do
the job

EeEE 2

158 54«

51% 54% 58% 54%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

PERFORMANCE FRAMEWORK &

DEVELOPMENT 599% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

. Q3d. In the last 12 months | received useful feedback on my o o ) o
ngsthns &?re grouped by work to enable me to deliver required results 15 10. 70% 70% 71% 72% 66%
topics in this report.

Q3e. My performance is assessed against clear criteria 20 15 l 58% 56% 58% 63% 57%
Q3g. | am satisfied with the opportunities available for career _ - & o o o
development in my organisation 19 19 16 16 49% 49% 48% 50% 51%
Results show the Q5g. My manager provides acknowledgement or other _ I & ® o o
proportion of respondents recognition for the work | do 42 B 74% A i U 69%
answering positively Qsh. M deal —tolv with | N
Stronaly Agree and . My manager deals appropriately with employees who _ E @ @ o ®
(Strongly Ag ash. My manac 23 32 (14K 46% 40%  46%  53%  48%

Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

S;fbll\c/)lgezrsganisation is committed to developing its 22 15 53% 53% 51% 56% 53%

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

WORKPLACE SUPPORT 699% AGGREGATE SCORE

EXPLORE THE FULL
RESULTS

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

(2]
o
N
o
O
[
)
L
(%]
)
-
)
>
o

Questions are grouped by
topics in this report.

\(A}/]Ok?.kl am provided with the support | need to do my best at 13 116 l 64% 66% 65% 70% 67%
QIf. | am able to keep my work stress at an acceptable level 18 | 17 E 5 7% 59% 62% 68% 61%

Q2c. | receive help and support from other members of my
BRGNS of] 83%  se%  8s%  85%  81%
Results show the Q2d. There is good team spirit in my workgroup 14 19 l 70% 70% 70% 75% 70%

proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree

NSW PMES 2019 PAGE 23 ORC International | www.orcinternational.com




ALL QUESTIONS

i

70% AGREEMENT

EXPLORE THE FULL
RESULTS

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

Questions are grouped by Q4a. | am paid fairly for the work | do 17 11 I 70% 73% 77% 73% 59%

topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree

NSW PMES 2019 PAGE 24 ORC International | www.orcinternational.com



ALL QUESTIONS

i

869% AGREEMENT

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

EXPLORE THE FULL
RESULTS

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

89% 90% 88%

Questions are grouped by
topics in this report.

Q1h. | am comfortable notifying my manager if | become _ I
aware of any risks at work 55 86%

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

HEALTH & SAFETY 879% AGREEMENT

EXPLORE THE FULL
RESULTS

Questions are grouped by i((§j1egn.tlifli<ggw how to address a health and safety issue | have 8 I 87% 83% 85% 85% 85%

topics in this report.

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
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S
-
@
>
o

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

ACTION ON RESULTS 40% AGREEMENT

EXPLORE THE FULL
RESULTS

AGREEMENT 2019
AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

. Q10a. | believe action will be taken on the results from this o o o o
Questions are grouped by survey by my organisation 26 20 40 39% 47% 50% 39%

topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
may not add up to 100%

NSW PMES 2019

WORKPLACE CONDUCT

Qlla. | have confidence in the ways my organisation resolves
grievances

32% AGREEMENT

37

AGREEMENT 2019

19 32%

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

@
)
N
04
(@)
et
O
L
(%]
S
-
@
>
o

28% 38% 48% 41%

Strongly . . Strongly
KEY Neither Disagree dfszeree
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ALL QUESTIONS

WELLBEING AND ENGAGEMENT

EXPLORE THE FULL i ibuti
Q1i. In general, my sense of wellbeing is..... Q1j. | find my life at work fulfilling Qlki(' ity cerifislenit Yt § e conio ) sy lofesit s
RESULTS wor
Not at all 2% Not at all 3% Not at all 2%
satisfactory - 0 29% fulfilled - 0 confident - 0

Questions are grouped
by topics in this report. 1 1

2 2

3 3

4 4

5 5
Results are rounded and 6 6
may not add up to 100%

7 7

24%

8 72% 8 76% 67%
This compares Wellbeing
to Engagement. 5 5 24%

83% 87% 75%
Completely Completely Completely
satisfactory - 10 82% fulfilled - 10 85% confident - 10 77%

Proportion of respondents . .
answering each response option Employee engagement score
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ALL QUESTIONS

i

PERFORMANCE FRAMEWORK &

DEVELOPMENT

PARENT 2019

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2019

Questions are grouped Q3a. | have a current performance and development plan that sets out my individual objectives
by topics in this report.

9494 90% 91% 71%

Yes

No 6% 10% 9% 29%

Results are rounded and Q3b. | have informal feedback conversations with my manager

may not add up to 100%

Yes

859 84%  83%  76%

No

159%  16%  17%  24%

Q3c. | have scheduled feedback conversations with my manager

Yes

83y 79% 79%  60%

No

17% 21% 21% 40%
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ALL QUESTIONS

i

MOBILITY

PARENT 2019

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2019

Q3h. Are you currently looking, or thinking about looking, for a new role within the NSW Public Sector
but outside of your current workplace in order to broaden your experience?

Yes - 429  41% 47% 41%

Questions are grouped
by topics in this report.

Results are rounded and
may not add up to 100%
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ALL QUESTIONS

i

MOBILITY

PARENT 2019

EXPLORE THE FULL
RESULTS

(22)
o
N
o
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=
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wn
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o

. Q3i. Are there barriers preventing you from moving to another role? If so, what are they? (select all that
Questions are grouped apply)

by topics in this report.

4%  44%  34%  25%

Geographic location considerations

The application/recruitment process is too cumbersome
or time consuming

409 34% 3%  22%

349 32% 34%  28%

Lack of promotion opportunities
Results are rounded and

may not add up to 100%

329 34%  27%  29%

Personal/family considerations

299 29% 3%  29%

Lack of visible opportunities

239% 29%  24%  29%

There are no major barriers to my career progression

18% 17% 20% 15%

Lack of support for temporary assignments/secondments

15%  13%  13%  13%

Lack of support from my manager/supervisor

13% 12% 17% 15%

Insufficient training and development

Other 11% 12% 12% 9%

109% 10%  13% 1%

Lack of required capabilities or experience

% are calculated with the number of unique respondents (N = 450 to this question)
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

EXPLORE THE FULL
RESULTS

Questions are grouped Q12a. In the last 12 months | have witnessed misconduct/wrongdoing at work

by topics in this report.

@
(@]
5%
—
Z
w
(02
<
a

PUBLIC SECTOR 2019

Yes - 249  19% 23%  27%
Results are rounded and Pon'tknow . 12% 1% e V7%
may not add up to 100%
Q12b. If yes to 12a, have you reported the misconduct/wrongdoing you witnessed in the last 12 months?
ves ] 6lw 68% 64%  65%
No - 399 29%  33%  32%
Don't know | 1% 3% 3% 4%
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

PARENT 2019

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2019

Questions are grouped Q13a. In the last 12 months | have witnessed bullying at work

by topics in this report.
Yes - 249 25%  25%  33%

10% 9% 10%

Don't know

Results are rounded and l 8%
may not add up to 100%

Q13b. In the last 12 months | have been subjected to bullying at work

Yes - 149%  13% 12% 18%
Don't know I 6% 6% 7% 7%
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

PARENT 2019

EXPLORE THE FULL
RESULTS

(22)
o
N
o
O
=
@)
L
wn
)
=l
&)
o)
o

. Q13c. Please indicate the role of the person who has been the source of the most serious bullying you
Que5t|9ns_are grouped have been subjected to in the last 12 months
by topics in this report.

289%  23% 20% 23%

Your immediate manager/supervisor

229  14%  21%  21%

A senior manager

18%  23%  29%  27%

A fellow worker at your level
Results are rounded and

may not add up to 100%

149 1% 12% 7%

A subordinate

Oy 25% 1% 13%

Prefer not to say

A client or customer 6% 3% 3% 3%
Other 3% - 4% 5%
A member of the public other than a client or customer O% = 1% 1%
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ALL QUESTIONS

i

UNACCEPTABLE CONDUCT

PARENT 2019

EXPLORE THE FULL
RESULTS

PUBLIC SECTOR 2019

. Q1l4a. In the last 12 months | have been subjected to physical harm and/or sexual harassment or abuse
Questions are grouped 0 ek

by topics in this report.

Yes | 2% 1% 1% 4%
Results are rounded and Don't know | 1% 2% 2% 2%

may not add up to 100%

Q14b. If yes to 14a, please indicate the role of the person who has been the source of the most serious
physical harm and/or sexual harassment or abuse you have been subjected to in the last 12 months

A person at work (9]
A member of the public (9]
Other (9]
Prefer not to say (9]
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ALL QUESTIONS

i

EXPLORE THE FULL
RESULTS

Questions are grouped by
topics in this report.

Results show the
proportion of respondents
answering positively
(Strongly Agree and
Agree), negatively
(Strongly Disagree and
Disagree) and those who
are neutral.

Results are rounded and
mav not add up to 100%

NSW PMES 2019

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q7. My workplace is a place that gets things done

(2]
o
N
=
4
Ll
>
Ll
L
4
v)
<

R ;B 74

AGREEMENT 2018
PARENT 2019
CLUSTER 2019

73% 77%

Q8. My workplace is a place where people can have honest
21 6 15 62%

conversations

62% 65%

Q9. My workplace is a great place to work

s BH 61

63% 68%

Strongly . . Strongly
KEY Neither Disagree| dfszeree
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ALL QUESTIONS

i

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

CLUSTER 2019

o
I
o
(39
|
Z
L
o
<
o

EXPLORE THE FULL
SURVEY RESULTS

Q1. This survey asks questions about senior managers. Which

Questions are grouped managers are closest to those you were thinking about when

by topics in this report you answered these questions?
Secretary and executive team 5% 5% 5%
Deputy Secretary and executive team 8% 8% 8%

Executive Directors

20% 20% 18%

Results are rounded and
may not add up to 100%

Directors

52y 37%  26%

The managers of my manager/team leader

14% 30% 42%

NSW PMES 2019 PAGE 38 ORC International | www.orcinternational.com




ALL QUESTIONS

i

FINANCE AND SERVICES

CLUSTER 2019

o
I
o
(39
|
Z
L
o
<
o

R — CUSTOMISED QUESTIONS

SURVEY RESULTS

. Q2. How effective have senior managers been in seeking further
QueSt'_ons_are _grouDed feedback and insight from you on the PMES results?
by topics in this report.

12% 15% 12%

Very effective

320 35%  33%

Effective

Neither effective nor ineffective

35% 34% 38%

Results are rounded and
may not add up to 100%

Ineffective

12% 10%  10%

Very ineffective

Qs 6% 6%
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ALL QUESTIONS

i

FINANCE AND SERVICES

CLUSTER 2019

o
I
o
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R — CUSTOMISED QUESTIONS

SURVEY RESULTS

. Q3. How effective have senior managers been in implementing
QueSt'_ons_ are _grouDed clear and relevant action plans to address the PMES results?
by topics in this report.

Very effective

10% 1% 10%

Effective

29% 34% 35%

Neither effective nor ineffective 37% 37% 40%

Results are rounded and
may not add up to 100%

Ineffective

15% 12%  10%

Very ineffective

Qs 5% 5%
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ALL QUESTIONS

i

FINANCE AND SERVICES

CLUSTER 2019

o
I
o
(39
|
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o
<
o

R — CUSTOMISED QUESTIONS

SURVEY RESULTS

Q4. How satisfied are you with working in an activity based

Questions are grouped working environment?

by topics in this report.

Very satisfied

Qs 12% 18%

Satisfied

22% 28% 38%

Neither satisfied or unsatisfied 16% 20% 20%

Results are rounded and
may not add up to 100%

Unsatisfied

6% 7% 7%

Very unsatisfied

16% 10% 5%

Not applicable (not currently working in ABW
environment)

31w 23% 12%
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ALL QUESTIONS

i

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

PARENT 2019
CLUSTER 2019

EXPLORE THE FULL
SURVEY RESULTS

Q5. If you are not using flexible work options what is the main
Questions are grouped reason? (flexible work includes flexible start and finish times,
by topics in this report part-time, casual, job share, working from home, another

The requirements of the role or work environment do not
allow it

1009% 17% 25%

Personal circumstances do not allow it O% 1% 2%

Cannot reach agreement with manager 7% 5% 6%

Results are rounded and
may not add up to 100%

Personal choice

1009% 11% 12%

Not Applicable - I am currently using flexible work options _ 74% 66% 56%
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ALL QUESTIONS

i

FINANCE AND SERVICES

()]
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39
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PARENT 2019

R — CUSTOMISED QUESTIONS

SURVEY RESULTS

. Q6. What action or activity would you recommend to peers as
QueSt'_ons_ are _grouDed most important for career development?
by topics in this report.

109% 8% 7%

Networking with peers

11% 9% 12%

Networking with senior leaders

13% 13% 14%

Formal training for technical skills
Results are rounded and ¢

may not add up to 100%

1% 2% 4%

Self-directed learning (e.g. online courses)

Ay, 4% 4%

Formal leadership program
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ALL QUESTIONS

i

FINANCE AND SERVICES

PARENT 2019
CLUSTER 2019

R — CUSTOMISED QUESTIONS

SURVEY RESULTS

Q6. What action or activity would you recommend to peers as

Questions are grouped most important for career development?

by topics in this report.

Temporary work or placement in another role (e.g.
secondment, stretch assignment, project work)

39y, 40% 30%

Taking on a coach or mentor

Sos 7% 9%

Shadowing - observing a colleague to learn new skKills 7% 8% 1%

Results are rounded and
may not add up to 100%

Developing experience or exposure in another agency

3 6% 4%

Developing experience or exposure in the private sector

Ao, 3% 3%
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ALL QUESTIONS

i

EXPLORE THE FULL
SURVEY RESULTS

Questions are grouped
by topics in this report.

Results are rounded and
may not add up to 100%

NSW PMES 2019

FINANCE AND SERVICES

CUSTOMISED QUESTIONS

Q10. Applying the “7 habits of highly effective people” has been

valuable in improving my work performance and behaviours

CLUSTER 2019

o
I
o
(39
|
Z
L
o
<
o

Strongly agree

1%

1% 9%

Agree

3%

5% 23%

Neither agree nor disagree

Ow

12% 22%

Disagree

2%

2% 6%

Strongly disagree

5%

3% 6%

Not Applicable - - | have not received training in the 7
habits of highly effective people’

809%

77% 34%
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PROFILE OF RESPONDENTS

NSW PMES 2019

GENDER

Male

47%

Other

- 46%
[ 6%
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PROFILE OF RESPONDENTS

AGE

15-19 0%
20-24 O
25-29 I 2%
30-34 l %
35-39 . 12%
40-44 - 20%
45-49 - 23%
50-54 . 12%
55-59 - 1494
60-64 l 7%
65+ | 1%
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PROFILE OF RESPONDENTS

TYPE OF WORK

Service delivery involving direct contact with the general public (e.g. teaching, nursing,
policing, shopfront/counter service)

49
10%
8
1o
2%
3%
13%
1o
13%

Other service delivery work (work that does not involve contact with the public, but it is
critical to the delivery of a service, e.g. maintenance, technical support, catering,
cleaning/laundry)

Administrative support (e.g. executive/personal assistant, receptionist)

Corporate services (e.g. HR, finance, IT, ministerial or parliamentary processes)

Policy

Research

Program and project management support

Legal (including developing and/or reviewing legislation)

Other
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PROFILE OF RESPONDENTS

TENURE IN ORGANISATION

Ow

Less than 1year

[]
1- 2 years . 9%
2-5years - 159%
5-10 years - 19
10 - 20 years - 38
O

10%

More than 20 years
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PROFILE OF RESPONDENTS

FLEXIBLE WORKING

Flexible start and finish times

85%
64%
48%
23%
10%
%
%

Working from home

Working from different locations

Working additional hours to make up for time off

Working more hours over fewer days

Part-time work

Leave without pay

% are calculated with the number of unique respondents (N = 444 to this question)
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PROFILE OF RESPONDENTS

FLEXIBLE WORKING

None of the above

6%
3%
3%

Flexible scheduling for rostered workers

Purchasing annual leave

Other 2%
Study leave 2%
Job sharing 1%

% are calculated with the number of unique respondents (N = 444 to this question)
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RESULT BY TYPE OF WORK

Administrative support (e.g.
executive/personal assistant,
receptionist)
reviewing legislation)
Other

teaching, nursing, policing,
IT, ministerial or parliamentary

the public, but it is critical to the

Service delivery involving direct
contact with the general public (e.g.
Other service delivery work (work
that does not involve contact with
Corporate services (e.g. HR, finance,
processes)

Policy
Research
Program and project management
support
Legal (including developing and/or

ENGAGEMENT WITH

70% | 69% | 74% 71% () (p) (o) 75% (9] 63%

WORK

SENIOR MANAGERS 50% | 44% | 53% 61% () (p) () 56% (9] 50%
COMMUNICATION 65% | 64% | 68% | 69% () (p) () 67% (9] 67%
HIGH PERFORMANCE 63% | 58% | 68% | 74% () (p) (o) 68% (p) 62%

PUBLIC SECTOR VALUES | 64% 61% 67% | 74% () (p) (9] 67% (9] 65%

DIVERSITY & INCLUSION 74% | 72% | 76% | 76% () (9] (o) 79% (p) 76%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY SALARY

Less than $44,646
$52,456- $63,198

$63,199 - $70,651
$70,652 - $83,402
$94,782 - $108,043
$124,965 - $144,520
$144,521 - $161,706
$161,707 - $187,899
$187,900 - $268,000

$44,646 - $52,455

$83,403 - $94,781
$108,044 - $124,964
$268,001 - $337,100

ENGAGEMENT WITH

70% () (9] (o) () 80% (o) 77% | 64% | 79% () (p) () (9]

WORK

SENIOR MANAGERS 50% () (9] () () 58% () 52% | 45% | 60% () (®) () (9]
COMMUNICATION 65% () (9] (9] () 70% () 69% 61% 77% () (p) (o) (9]
HIGH PERFORMANCE 63% () (9] () () 72% (o) 68% | 56% | 70% () (p) () (9]

PUBLIC SECTOR VALUES | 64% () (9] (o) () 72% (9] 67% | 59% | 73% () (p) (o) (9]

DIVERSITY & INCLUSION 74% () () () () 76% (o) 79% | 69% | 83% () (p) () (9]

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY SALARY

$337,101 or more
Prefer not to say

ENGAGEMENT WITH

70% () 53%

WORK

SENIOR MANAGERS 50% () 37%
COMMUNICATION 65% () 51%
HIGH PERFORMANCE 63% () 50%

PUBLIC SECTOR VALUES | 64% () 54%

DIVERSITY & INCLUSION 74% () 63%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY TENURE IN ORGANISATION

1- 2 years
2 - 5years
5-10 years

Less than 1 year
10 - 20 years
More than 20 years

ENGAGEMENT WITH

70% | 84% | 78% | 73% | 68% | 66% | 67%

WORK

SENIOR MANAGERS 50% | 68% | 60% 51% 47% | 46% | 46%
COMMUNICATION 65% | 78% | 76% | 66% | 64% | 63% | 60%
HIGH PERFORMANCE 63% | 78% | 69% 61% 63% | 60% | 58%

PUBLIC SECTOR VALUES | 64% | 79% | 73% | 62% | 62% | 62% | 62%

DIVERSITY & INCLUSION 74% | 84% 81% 75% | 72% | 74% | 69%

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULTS BY TYPES OF FLEXIBLE WORKING

Flexible start and finish times
Working more hours over fewer
days
Working additional hours to make
up for time off
Flexible scheduling for rostered
workers
Part-time work
Job sharing
Working from different locations
Working from home
Purchasing annual leave
Leave without pay
Study leave
Other
None of the above

ENGAGEMENT WITH

70% | 72% | 68% | 72% () 62% (o) 74% | 74% () () (p) () (9]

WORK

SENIOR MANAGERS 50% 51% 45% | 49% () 54% () 51% 50% () () (®) () (9]
COMMUNICATION 65% | 67% | 65% | 68% () 65% () 69% | 68% () () (p) (o) ()
HIGH PERFORMANCE 63% | 65% | 62% | 65% () 67% (o) 65% | 65% () () (p) () (9]

PUBLIC SECTOR VALUES | 64% | 66% 61% 67% () 64% (9] 66% | 66% (o) () (p) (o) (9]

DIVERSITY & INCLUSION 74% | 76% | 73% | 79% () 75% (o) 77% | 77% () () (p) () (9]

*multiple types may be chosen.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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68%

61% | 69%

65%

64% | 67%

ENGAGEMENT WITH

70% | 68% | 74% | 73% | 67% 81% 68% (o) (9] () () (p) () (9]

WORK

SENIOR MANAGERS 50% | 55% | 49% | 54% | 44% | 47% | 55% () (9] () () (®) () (o)
COMMUNICATION 65% | 70% | 67% | 68% | 64% | 66% | 73% () (9] () () (p) ) ()
HIGH PERFORMANCE 63% | 63% | 62% | 69% | 58% | 65% | 62% (9] (p) () () (p) () (9]

PUBLIC SECTOR VALUES | 64% | 70% | 63% | 69% | 57% | 66% | 72% (9] (9] (o) () (p) (o) (9]

DIVERSITY & INCLUSION 74% | 74% | 75% | 80% 71% 79% | 76% () (p) () () (p) () (9]

*Sydney East and Sydney West are higher level results for the Sydney sub-regions.

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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REGION

Far West and Orana
New England and North West
Capital Region
Mid North Coast
Murray
Southern Highlands and Shoalhaven
Central West
Hunter Valley exc Newcastle
Sydney - Parramatta
Sydney - Ryde
Outside NSW
Sydney - Blacktown
Sydney - Eastern Suburbs

ENGAGEMENT WITH

70% (®) (p) () (9] (p) () (p) (P) () ) (p) () (p)

WORK

SENIOR MANAGERS 50% | (N ) (9 () Q) (o) () ) (o) () (" (9 )
COMMUNICATION 65% () ) (9 () Q) (o) () ) () () () (9] ()
HIGH PERFORMANCE 63% () () (9] () () (9] () (@) (9] () () (9] ()

PUBLIC SECTOR VALUES | 64% () (9] (o) () (p) (9] (9] (9] (o) () (p) (o) (9]

DIVERSITY & INCLUSION 74% () () () () (9] (o) () (p) () () (p) () (9]

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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REGION

Sydney - Inner South West
Sydney - Inner West
Sydney - Northern Beaches
Sydney - Outer South West
Sydney - Sutherland

ENGAGEMENT WITH

70% () (9] (9] (@) ()

WORK

SENIOR MANAGERS 50% () (9] (9] (9] (9
COMMUNICATION 65% () (D) (9] (9] (9
HIGH PERFORMANCE 63% (D) (@) (@) () )

PUBLIC SECTOR VALUES | 64% (9] (D) (9] (@) ()

DIVERSITY & INCLUSION 74% (9] (D) (9] (@) ()

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY AGE

ENGAGEMENT WITH

70% () (9] (o) 70% 81% 80% | 70% 71% 63% | 63% (p)

WORK

SENIOR MANAGERS 50% () (9] () 64% | 53% | 55% | 46% 51% | 44% | 48% (®)
COMMUNICATION 65% () (9] (9] 73% | 74% | 70% | 68% | 65% | 54% 61% (p)
HIGH PERFORMANCE 63% () (9] () 70% | 70% | 65% | 62% | 64% | 54% | 64% (p)

PUBLIC SECTOR VALUES | 64% () (9] (o) 70% | 69% | 68% | 62% | 66% | 58% | 62% (p)

DIVERSITY & INCLUSION 74% () () () 81% 82% | 76% | 76% | 75% | 68% | 69% (p)

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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RESULT BY GENDER

ENGAGEMENT WITH

70% 71% 72% )

WORK

SENIOR MANAGERS 50% | 48% | 54% ()
COMMUNICATION 65% | 65% | 69% (9]
HIGH PERFORMANCE 63% 61% 66% ()

PUBLIC SECTOR VALUES | 64% | 64% | 67% (o)

DIVERSITY & INCLUSION 74% | 74% | 77% ()

KEY AT LEAST 5 PERCENTAGE POINTS AT LEAST 5 PERCENTAGE POINTS r = DATA RESTRICTED AS BELOW
GREATER THAN REPORT SCORE LESS THAN REPORT SCORE CUT OFF LIMIT OF 30 RESPONDENTS
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GUIDE TO THIS REPORT

€ SsurVEY TIME FRAME € How TOREAD THIS REPORT

_ _ The majority of questions have a 5- O either [ S
This report contains results from the 2019 People Matter Al Agree  Agrecnor Disagree SR

_ point answer scale. The Strongly Agree Disagree
Employee Survey which was open from 30 May to 28 and Agree scores are combined to

June 2019. . _
create an agreement (or positive) score e
which is shown as a rounded Disagree

percentage.

€O rrivacy € rounbin

Responses from individual employees are confidential
and strict rules are in place to safeguard privacy at every
stage of the survey process.

Results are presented as whole numbers for ease of reading, with
rounding performed at the last stage of the calculation for maximum
accuracy.

There is no way of tracing individuals in reports or Values from .00 to .49 are rounded down, whereas values from .50

through the de-identified survey data. There are limits to .99 are rounded up. Therefore, in some instances the data will not
on the size of work teams that can be reported (10 or add up to 100%.

more employees) and responses from demographic
groups (30 or more employees). O MORE DETAILS ABOUT METHODOLOGY

Where people work in small teams, the results are

merged with larger business units and results are not See the 2018 Main Findings report on the Public Service Commission
available. Where this happens an ‘r’ is shown in reports. web site.
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Organisational Unit Report

Better Regulation

Parent unit: Department of Customer Service
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- Organisational hierarchy

NSW public sector
» Customer Service

This shows where

;ﬂggﬁggys*;“sits in » Department of Customer Service

organisational

hierarchy. » Better Regulation
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See your results at @ glanCe ..

Target specific areas and get tips for taking action ......ceeeevveeveeievecnnnns 8
Explore how to drive enNgagement ... 37
Compare organisational units one level dOWN ..., 39
Discover if different groups of employees have different views ....... 41
Find out more about how the survey WOrKS ... 48
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See your results at a glance
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These are the %
favourable scores for
key survey topics.
Each topic relates to
an area of employee
experience.

o

We've flagged the
top 3 (*) and bottom
3 (!) topics for you.
Use these topics as
a starting point for
exploring your
results.

Headline results for key topics

Response rate

84%

1,534 OF 1,830 RESPONDENTS

Compared to 2019: 83%

Senior managers

66%

Compared to

2019 +7 (59%)
Sector +8 (58%)
Cluster -3 (69%)

Role clarity and support

69%

Compared to

2019 +2 (67%)
Sector +4 (66%)
Cluster -3 (73%)

PMES 2020 | NM0300002 | Better Regulation

Employee engagement

67%
Compared to
2019 +3 (65%)
Sector O (67%)

Cluster -4 (72%)

Communication and change

management
68%

Compared to

2019 +13 (56%)
Sector +7 (62%)
Cluster -4 (72%)

Autonomy and employee voice

78%

Compared to

2019 +8 (70%)
Sector +7 (71%)
Cluster -1 (79%)

Job satisfaction

69%
Compared to
2019 +3 (66%)
Sector (ON@L0)))

Cluster -3 (73%)

Inclusion and diversity

79%

Compared to

2019 +4 (74%)
Sector +5 (74%)
Cluster -3 (82%)

Feedback and performance

66%

Compared to

2019 +4 (62%)
Sector +4 (63%)
Cluster -5 (71%)

Wellbeing, health and safety

78%

Compared to

2019 +5 (73%)
Sector +2 (76%)
Cluster -2 (80%)

Flexible working satisfaction

91%

Compared to

2019 +17 (74%)
Sector +24 (67%)
Cluster +10 (81%)

Learning and development

56%

Compared to

2019 +3 (53%)
Sector +1 (54%)
Cluster -5 (61%)
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Headline results for key topics (continued)

These are the %
favourable scores for
key survey topics.
Each topic relates to
an area of employee
experience.

Recruitment

50% ©o

Compared to

2019 +5 (45%)
Sector +5 (45%)
Cluster -6 (57%)

We've flagged the
top 3 (*) and bottom
3 (!) topics for you.
Use these topics as
a starting point for

Customer service

78%

exploring your

results.
Compared to
2019 0 (79%)
Sector +4 (74%)
Cluster -5 (83%)

PMES 2020 | NM0300002 | Better Regulation

Teamwork and collaboration

75%

Compared to

2019 +9 (66%)
Sector +6 (69%)
Cluster -2 (77%)
Pay

74%

Compared to

2019 -3 (77%)
Sector +11 (63%)
Cluster +2 (72%)

Risk and innovation

79% *

Compared to

2019 +5 (74%)
Sector +4 (75%)
Cluster -4 (83%)

Grievance processes

47% ©

Compared to

2019 +9 (38%)
Sector +3 (45%)
Cluster -1 (58%)

Decision making and
accountability

66%

Compared to

2019 +6 (60%)
Sector +5 (60%)
Cluster -5 (71%)

Action on survey results

54% ©

Compared to

2019 +7 (47%)
Sector +9 (45%)
Cluster -7 (61%)
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These are the
guestions with the
biggest increases in
% favourable scores
from 2019 to 2020.

Consider why these
scores have
increased. Was it due
to actions you took in
response to last
year’s survey results
or something else?

Top increases in favourable scores

2020 2019 Change
% favourable % favourable
How satisfied are you with your ability to access and use flexible o o
working arrangements? 92% 71% +21%
My manager supports flexible working in my team 91% 77% +13%
My organisation is making improvements to meet future o o
challenges 67% 55% *12%
Senior managers keep employees informed about what's going
o 68, s57% %
There is good co-operation between teams across my 57 46% %
organisation % ° °
Page 07
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Target specific areas and get tips for taking action
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Employee
engagement is
about a person’s
connection to their
organisation. It is a
global measure of
employee
experience.

Many factors
influence
engagement:
leadership, a
positive and
inclusive work

culture, manager
support,
accountability, and
flexible work to
name a few.

Employee engagement

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Employee engagement (total score) 67% 65% 67% 72% 72%
| would recommend my organisation as a
great place to work 72% 62% 68% 77% 77%
I am proud to tell others | work for my 720 66(y 740 780 78°
organisation % (4] % % %
| feel t | attach tt
Or(;eanai'ssatriggg personal attachment to my 62% 61% 66% 65% 65%
M isati tivat to help it
achieve its goals 61% 56% 59% 69% 69%
M isati i i to do th
bgsto:r??;];sfofn inspires me to do the 59% 54% 59% 69% 69%

Neutral Unfavourable
r = below privacy cut-off
Page 09
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Job satisfaction

2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

Like employee

engagement, job Job satisfaction (total score) 69% 66% 70% 73% 73%
satisfaction is a

lobal measure of My job gives me a feeling of personal
gmp|oyee accomplishment 73% 72% 75% 76% 76%
experience. While | feel motivated to contribute more than
employee what is normally required at work 69% 70% 71% 75% 75%
engagement
operates at the I am satisfied with my job 71 % 66% 71% 74% 74%
organisational level,
l:r?e?:ttlessfzit;ﬁg Job | find my life at work fulfilling 64% 56% 62% 66% 66%
or role level.
support, autonomy r = below privacy cut-off

and feedback are
some factors that
impact job
satisfaction.
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Wellbeing, health and safety

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Wellbeing means

feeling good, Wellbeing, health and safety (total score) 78% 73% 76% 80% 80%
functioning well, and
experiencing | can keep my work stress at an o
satisfaction and acceptable level 68% 62% 63% /2% /2%
fulfilment in work
. | know how to address a health and o
and life. safety issue | have found 90% 85% 87% 89% 89%
See some tiS for In general, my sense of wellbeing is... 69% 64% 65% 71% 71%
managing employee
wellbeing durin I am confident that | am contributing my
Sl Sl | am confide 81% 79% 80% 84% 84%
;heere are people at work who care about 8-] % _ 82% 85% 85%
r = below privacy cut-off
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https://www.psc.nsw.gov.au/covid19/employee-wellbeing-/managing-employee-wellbeing-during-covid-19
https://www.psc.nsw.gov.au/covid19/employee-wellbeing-/managing-employee-wellbeing-during-covid-19
https://www.psc.nsw.gov.au/covid19/employee-wellbeing-/managing-employee-wellbeing-during-covid-19
https://www.psc.nsw.gov.au/covid19/employee-wellbeing-/managing-employee-wellbeing-during-covid-19

Leadership is key in
setting direction,
executing strategy,
shaping culture and
capability, inspiring
purpose, and
delivering results.

The term ‘senior
managers’ refers to
the group of senior
managers in your
organisation, not an
individual manager.

Senior managers

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

PMES 2020 | NM0300002 | Better Regulation

Senior managers (total score) 66% 599% 589% 69% 69%
Senior managers provide clear direction o
for the future of the organisation 61% 54 /0 53% 65% 65%
Seni del th | f
Otreg;(;risr:ta;gigers model the values of my 65% 58% 58% 69% 69%
Senior managers promote collaboration
between my organisation and other 65% 58% 56% 66% 66%
organisations we work with
Senior managers communicate the )
importance of customers in our work 80% 71 /° 70% 82% 82%
Senior managers keep employees o
informed about what’s going on 68% 57 /0 57% 70% 70%
Senior managers listen to employees 55% 50% 49% 60% 60%
Senior managers support the career o,
advancement of women 66% 65 /° 64% 71% 71%

Neutral Unfavourable
r = below privacy cut-off
Page 12



Effective
communication is
proactive and timely
and focuses on the
most important
points. What do
employees need to
know and how does
it affect them?

Effective
communication is
always important,
but is most critical
before, during and
after periods of
change.

See some tips for
managing change.

Communication and change management

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Communication and change management
(total sli:olre)I 9 ° 68% 56% 62% 72% 72%
M icat ffectivel
Wi{k:r}ir;ager communicates effectively 82% 74% 75% 82% 82%
Senior managers provide clear direction o
for the future of the organisation 61% 54 /0 53% 65% 65%
Senior managers keep employees o
informed about what’s going on 68% 57/0 57% 70% 70%
Ch i d Il
orommsation oo en Y 43y 38% 41% 54% 54%
My organisation quickly adapts and
responds during major events that
impact our work (e.g. the COVID-19 87% - 83% 89% 89%
pandemic, bushfires)
Neutral Unfavourable
r = below privacy cut-off
Page 13
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https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/managing-change-and-work-related-stress-tip-sheet-11
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/managing-change-and-work-related-stress-tip-sheet-11

An inclusive
workplace is one
where all employees
can participate and
contribute. It is one
where everyone
feels valued,
accepted, and
supported to thrive
at work.

Find out more about

inclusion in the
NSW public sector.

Inclusion and diversity

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

PMES 2020 | NM0300002 | Better Regulation

Inclusion and diversity (total score) 79% 74% 74% 82% 82%
P lei ki treat h oth
Wei&prgggen;tsl workgroup treat each other 87% 77% 80% 88% 88%
Senior managers support the career fo)
advancement of women 66% 65 /° 64% 71% 71%
My organisation respects individual
differences (e.g. cultures, working styles, 82% 80% 79% 87% 87%
backgrounds, ideas)
Personal background is not a barrier to
participation in my organisation (e.g. o
cultural background, age, disability, 83% 77 A) 79% 86% 86%
sexual orientation, gender)
| can speak up and share a different view fo)
to others in my organisation 77% 73 /0 69% 78% 78%
Neutral Unfavourable
r = below privacy cut-off
Page 14


https://www.psc.nsw.gov.au/workplace-culture---diversity/diversity-and-inclusion/inclusion-in-the-sector/inclusion-in-the-sector
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Flexible working is
about rethinking
where, when, and
how people work, in
ways that maintain
or improve service
delivery for the
people of NSW.

See some flexible

teams resources for

managers.

Flexible working satisfaction

2020 2019

Sector

% favourable % favourable % favourable

Cluster Parent

% favourable % favourable

Flexible working satisfaction (total score) 91 % 74% 67% 81 % 81 %
How satisfied are you with your ability to
access and use flexible working 92% 71% 65% 80% 80%
arrangements?
M ts flexibl king i
mil/ rtT;aarer?ger supports flexible working in 91% 77% 68% 83% 83%

Neutral Unfavourable

r = below privacy cut-off
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https://www.psc.nsw.gov.au/workplace-culture---diversity/flexible-working/flexible-teams-resources-for-managers
https://www.psc.nsw.gov.au/workplace-culture---diversity/flexible-working/flexible-teams-resources-for-managers
https://www.psc.nsw.gov.au/workplace-culture---diversity/flexible-working/flexible-teams-resources-for-managers

Flexible working is
about rethinking
where, when, and
how people work, in
ways that maintain
or improve service
delivery for the
people of NSW.

See some flexible

teams resources for

managers.

Flexible working use

Type of flexible working

2020

% respondents

2019

% respondents

Type of flexible working

2020

% respondents

2019

% respondents

Flexible start and finish times 859 79% Working from home 90y 51%
g\;c;/rsking more hours over fewer 149 9% Purchasing annual leave 2% 2%
L/\éof:i(;rjcign?edgﬁional hours to make 25% 239% Leave without pay 4% 6%
\I/:\/I:’('i(télre; scheduling for rostered 7% 4% Study leave 2% 29%
Part-time work 7% 7% Other 2% 1%
Job sharing 1% 1% None of the above 2% 9%
Working from different locations 3% 33%
r = below privacy cut-off
Page 16
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An employee has
role clarity when
they understand
their goals, how to
achieve these goals,
and how the goals
link to broader
strategy.

Even when an
employee does
have role clarity,
they need the right
support to deliver.
Support can come in
the form of time,
tools and
technology, and
training.

See some tips for
improving role clarity
and support.

Role clarity and support

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

PMES 2020 | NM0300002 | Better Regulation

Role clarity and support (total score) 69% 67% 66% 73% 73%
| understand what i ted of t
dowell inmy role 83% 85% 84% 86% 86%
I ided with th tl dt
dimmr;rj%\g vsellw e support | need to 72% 65% 65% 7 4% 749,
I'h the tool d technol tod
joba\\fell e tools and technology to do my 76% _ 71% 779% 779%
| have the time to do my job well 64% - 57% 68% 68%
M f i d inst cl
Crsi/tgr?; ormance is assessed against clear 59% 58% 559% 64% 64%
I have received the training and o
development | need to do my job well 62% 60 /0 62% 66% 66%

Neutral Unfavourable
r = below privacy cut-off
Page 17


https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/role-clarity,-role-conflict-and-work-related-stress-tip-sheet-8
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/role-clarity,-role-conflict-and-work-related-stress-tip-sheet-8
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/role-clarity,-role-conflict-and-work-related-stress-tip-sheet-8

Ensuring employees
are empowered to
make decisions and
feel like they can
speak up and be
heard shifts the
employee—employer
relationship from a
transactional one to
an effective,
dynamic one.

Autonomy and
employee voice can
have major impacts
on job satisfaction
and employee
engagement.

See some tips for
increasing
autonomy and

giving employees a
voice.

Autonomy and employee voice

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Autonomy and employee voice (total score) 78% 70% 71% 79% 79%
| ke the decisi ded to hel
Cﬁipomzrs e decisions needed to help 85% _ 81% 85% 85%
My manager listens to what | have to say 84% 79% 79% 85% 85%
M d val
eg}gj;:eg?r:peuntcourages and values 84% 77% 76% 85% 85%
My manager involves my workgroup in
decisions about our work 80% 70% 71% 79% 79%
Senior managers listen to employees 55% 50% 49% 60% 60%
| can speak up and share a different view 770 73(y 697 787 787
to others in my organisation % o o o o

Neutral Unfavourable
r = below privacy cut-off
Page 18
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https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/levels-of-control-and-work-related-stress-tip-sheet-6
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/levels-of-control-and-work-related-stress-tip-sheet-6
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/levels-of-control-and-work-related-stress-tip-sheet-6
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/levels-of-control-and-work-related-stress-tip-sheet-6
https://www.safework.nsw.gov.au/resource-library/mental-health/mental-health-strategy-research/stress-tip-sheets/levels-of-control-and-work-related-stress-tip-sheet-6

Feedback and performance management

2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

Underpinning a

i Feedback and f t (total
hlgh-pe.rformance ngre)ac and performance management (tota 66% 62% 63% 71% 71%
culture is an
effective system for In the last 12 months, | have received o
managing individual feedback to help me improve my work 69% 71 /° 65% 74% 74%
team, and . .
A ” My performance is assessed against clear o
organisational criteria 59% 58% 55% 64% 64%
performance.
M id iti for th
- W;/rrlaréiger provides recognition for the 79% 74% 72% 80% 80%
The Managing for
Performance: Guide My manager encourages me to learn
help improve M . .
y manager appropriately deals with o
sstems and employees who perform poorly 49% 46 /0 49% 58% 58%

performance

outcomes.

Neutral Unfavourable

r = below privacy cut-off
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https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx

Underpinning a
high-performance
culture is an
effective system for
managing individual,
team, and
organisational
performance.

The Managing for

Performance: Guide

for Managers can
help improve
systems and
performance

outcomes.

Performance management processes

| have a performance and development plan that sets out my individual goals

2020

% respondents

2019

% respondents

Sector

% respondents

Cluster

% respondents

Parent

% respondents

Yes 844 91% 72% 78% 78%

No 16% 9% 28% 22% 22%
| have informal feedback conversations with my manager

Yes 88% 83% 79% 85% 85%

No 12% 17% 21% 15% 15%
I have scheduled feedback conversations with my manager

Yes 78% 79% 63% 77% 77%

No 22% 21% 37% 23% 23%
r = below privacy cut-off
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https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx

Access to learning
and development
programs helps
employees achieve
their performance
and career goals.
Learning and
development also
help agencies to
grow the right
employee
capabilities to
deliver business
outcomes.

The Managing for
Performance: Guide
for Managers can
help plan and
implement learning
and development.

Learning and development

2020 2019

% favourable % favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Learning and development (total score) 56% 53% 54% 61% 61%
| have received the training and Io)
development | need to do my job well 62% 60 /o 62% 66% 66%
| am satisfied with the opportunities
available for career development in my 51 % 48% 48% 55% 55%
organisation
My organisation is committed to 0,
developing its employees 54% 51 /0 54% 63% 63%
Neutral Unfavourable
r = below privacy cut-off
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https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx
https://www.psc.nsw.gov.au/ArticleDocuments/668/G2014-005_Managing_for_performance_Guide_for_managers.pdf.aspx

Recruitment and
selection refer to the
process of
attracting,
screening, selecting,
and onboarding
people.

See the NSW public
sector’s recruitment
and selection guide

for tips to improve
recruitment.

Recruitment

2020 2019

% favourable % favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Recruitment (total score) 50% 45% 45% 57% 57%
I'h fid in th it t
e e vy roclmen 43% 6%  3B% 4% 49%
My organisation generally selects
capable people to do the job 57% 54% 52% 64% 64%
Neutral Unfavourable
r = below privacy cut-off
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https://www.psc.nsw.gov.au/workforce-management/recruitment/recruitment-and-selection-guide/introduction-to-recruitment-and-selection/introduction-to-the-recruitment-and-selection-guide
https://www.psc.nsw.gov.au/workforce-management/recruitment/recruitment-and-selection-guide/introduction-to-recruitment-and-selection/introduction-to-the-recruitment-and-selection-guide
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Having a mobile
workforce makes it
easier to redeploy
resources to match
priorities and
respond to emerging
issues.

Mobility is regarded
as one of the best
ways to develop
leadership
capability, provide
enriching careers,
and build and retain

‘know-how’ in an
organisation and the
NSW public sector
more broadly.

PMES 2020 | NM0300002 | Better Regulation

Mobility

2020 2019 Sector Cluster Parent

% respondents % respondents % respondents % respondents % respondents

Are you currently looking, or thinking about looking, for a new role within the NSW public
sector but outside of your current workplace to broaden your experience?

Yes 40% 47% 40% 44% 44%
No 60% 53% 60% 56% 56%

r = below privacy cut-off
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Having a mobile
workforce makes it
easier to redeploy
resources to match
priorities and
respond to emerging
issues.

Mobility is regarded
as one of the best
ways to develop
leadership
capability, provide
enriching careers,
and build and retain

‘know-how’ in an

organisation and the
NSW public sector
more broadly.

Barriers to mobility

Are there barriers preventing you from moving to another role? If so, what are they?

2020

% respondents

2019

% respondents

Sector

% respondents

Cluster

% respondents

Parent

% respondents

Lack of visible opportunities 3% 31% 32% 30% 30%
Lack of promotion opportunities 3% 34% 31% 28% 28%
Lack of support from my manager / supervisor 6% 13% 12% 8% 8%
Geographic location considerations 27% 34% 27% 23% 23%
Personal / family considerations 259 27% 30% 24% 24%
Insufficient training and development 13% 17% 16% 13% 13%
Lack of required capabilities or experience 112 13% 13% 13% 13%
Lack of support for temporary assignments / secondments 16% 20% 16% 13% 13%
The application / recruitment process is too cumbersome or time consuming 27% 31% 24% 21% 21%
Other Oy 12% 10% 10% 10%
There are no major barriers to my career progression 299 24% 26% 30% 30%
r = below privacy cut-off
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Intention to stay
refers to an
employee’s desire
and willingness to
remain with their
current organisation.
Intention to stay can
be influenced by
many aspects of
employee
experience,
including
engagement.

Intention to stay is a

leading indicator for
turnover. However,
intention doesn’t
always translate into
action.

Intention to stay

How long do you think you will continue to work in your current organisation?

2020

% respondents

2019

% respondents

Sector

% respondents

Cluster

% respondents

Parent

% respondents

Less than 1year 0% 10% 6% 8% 8%
1year to less than 2 years 8% 12% 8% 10% 10%
2 years to less than 5 years 23% 22% 20% 22% 22%
5 years to less than 10 years 28% 26% 25% 25% 25%
10 years to less than 20 years 23% 19% 24% 19% 19%
More than 20 years 12% 10% 17% 15% 15%
r = below privacy cut-off
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Delivering for the
people of NSW
requires agencies to
work together and
share knowledge
internally and with
other sectors.

Well-executed
collaboration
enables agencies to
share knowledge,
ideas, resources,
skills, networks, and
assets, leading to

better outcomes for
customers.

Teamwork and collaboration

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

PMES 2020 | NM0300002 | Better Regulation

Teamwork and collaboration(total score) 75% 66% 69% 77% 77%
M k k llaboratively t
acyh;gsé i?Src;uop;ﬂ\/svor s collaboratively to 84% 77% 78% 85% 85%
Th i dt irit i
There is good team spirt in my 80% 70% 74% 82% 82%
p lei k treat h oth
Wc?ﬁ]prgslgerzg workgroup treat each other 87% 77% 80% 88% 88%
Senior managers promote collaboration
between my organisation and other 65% 58% 56% 66% 66%
organisations we work with
There is good co-operation between o
teams across my organisation 57% 46 /0 54% 65% 65%
Neutral Unfavourable
r = below privacy cut-off
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Risk refers to the
effect of uncertainty
in achieving work
goals. Risk can
relate to many
things in the
workplace.

Innovation means
creating new and
better products,
processes, services,
and technologies to
improve outcomes
for the people of
NSW

A healthy risk
appetite can help
foster innovation.

Risk and innovation

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable

Risk and innovation (total score) 79% 74% 75% 83% 83%
| am comfortable notifying my manager o,
if | become aware of any risks at work 93% 89 /o 88% 93% 93%
My manager encourages people in my
workgroup to keep improving the work 81 % 77% 75% 83% 83%
they do
My manager encourages me to learn
from my mistakes 76% - 72% 81% 81%
My organisation is making improvements o)
to meet future challenges 6 7% 55 /0 62% 73% 73%
Neutral Unfavourable
r = below privacy cut-off
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Decision making and accountability

2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

Accountability is one

Klfst\f;\? g)(sj[é:igosrgctor Ece:;::(:i)on making and accountability (total 66% 60% 60% 71% 71%

values. It is about | have confidence in the decisions my o o o o o

taking responsibility manager makes /8% 72% 72% 80% 80%

for decisions and . L
. People in my organisation take

actions. responsibility for their own actions 54% 49% 48% 62% 62%

Accountability can

add meaning to

work and foster Neutral Unfavourable
engagement.

r = below privacy cut-off
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A customer is
anyone who
received a good or
service. In the public
sector, customers
can be external or
internal. Examples
include students and
their parents;
patients and their
families; the general
community; and
another NSW public
sector organisation.

The NSW public
sector’'s Customer
Commitments give a
clear picture of what
customers should
expect when
receiving

government
services.

Customer service

2020

% favourable

2019

% favourable

Sector

% favourable

Cluster

% favourable

Parent

% favourable
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Customer service (total score) 78% 79% 74% 83% 83%
| ke the decisi ded to hel
Cﬁipomzrs e decisions needed to help 85% _ 81% 85% 85%
My workgroup strives to achieve Is)
customer satisfaction 89% 87 /0 85% 91% 91%
Senior managers communicate the o)
importance of customers in our work 80% 71 /o 70% 82% 82%
The processes in my organisation are
designed to provide the best experience 61% - 58% 71% 71%
for customers
M isati ts th ds of th
pé/o%zgaor}lsl\?sl\(/)vn meets e neeads o e 72% _ 69% 81% 81%
| am confident in my organisation’s
ability to support our customers during
major events that impact our work (e.g. 84% - 81% 88% 88%
the COVID-19 pandemic, bushfires)
Neutral Unfavourable
r = below privacy cut-off
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2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

I am paid fairly for the work | do 74% 77% 63% 72% 72%

Neutral Unfavourable

r = below privacy cut-off
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Grievance processes

2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

A grievance is any
type of problem,
concern, dispute, or
complaint related to

WOI’!( or the WOI‘I? Neutral Unfavourable
environment which

cannot be resolved r = below privacy cut-off
through usual
communication.

| have confidence in the ways my o
organisation resolves grievances 47% 38 A) 45% 58% 58%
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Action on survey results

2020 2019 Sector Cluster Parent

% favourable % favourable % favourable % favourable % favourable

Staff confidence that
: i | am confident my organisation will act

action will be take.n on the results of this survey 54% 47% 45% 61% 61%

on survey results is

important for

emplo_yee Neutral Unfavourable
experience.

Employees can r = below privacy cut-off
become disengaged

if they are asked

their opinion and

then no action takes

place as a result.
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Misconduct

2020 2019 Sector Cluster Parent

% respondents % respondents % respondents % respondents % respondents

Misconduct is
behaviour that is In the last 12 months, have you ever felt pressured to engage in misconduct at work?
unethical or illegal,
or that breaches

your organisation’s ves 19 - 2% 1% 1%
code of conduct.
No 98% - 95% 96% 96%
Don't know 1% - 3% 3% 3%

In the last 12 months, have you been aware of any misconduct in your organisation?

Yes 10% 23% 16% 8% 8%
No 85«% 62% 75% 85% 85%
Don't know 5% 15% 8% 7% 7%

Have you reported any of the misconduct you were aware of in the last 12 months?*

Yes 56% 64% 58% 58% 58%

No 444 33% 42% 42% 42%

r = below privacy cut-off
*Scores for 2019 may not add to 100% due to the removal of an answer option in 2020
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Bullying

2020 2019 Sector Cluster Parent

% respondents % respondents % respondents % respondents % respondents

Workplace bullying
5 repeated In the last 12 months, have you witnessed bullying at work?
unreasonable
behaviour directed Ves 140 259 o o o
towards a worker or % 5% 22% 12% 12%
group of workers.
Examples of bullying No 81% 65% 72% 82% 82%
include shouting,
spreading rumours , 0 0 ) 0
and deliberately Jontknew S% 9% 6% 6% 6%
excluding someone
from work activities.

In the last 12 months, have you been bullied at work?

Learn more about Yes Oy 12% 14% 8% 8%
understanding and

. L
dﬁ/nemclznovt?llj}llg. No 87% 81% 81% 88% 88%

Don't know 4% 7% 5% 4% 4%

r = below privacy cut-off
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Perpetrators of bullying

2020 2019 Sector Cluster Parent

% respondents % respondents % respondents % respondents % respondents

Workplace bullying
5 repeated Who has been the source of bullying in the last 12 months?
unreasonable
penevou arected SRR S
group of workers.

Examp|es of bu||ying Your immediate manager / supervisor 24% - 31% 30% 30%
include shouting,

2%633:%% rr:trglc;/urs Another manager 19% - 16% 16% 16%
excluding someone
from work activities. A fellow worker at your level 26% - 34% 34% 34%
Learn more about A subordinate 13% - 12% 8% 8%
understanding and
preventing bullying
during COVID-19. A customer r - 8% - -
A member of the public other than a customer r - 3% - -
Other r - 4% - -
Prefer not to say 12% - 'I'I% ]4% ]4%

r = below privacy cut-off
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Sexual harassment and physical harm

2020 2019 Sector Cluster Parent

% respondents % respondents % respondents % respondents % respondents

Sexual harassment

is unwelcome In the last 12 months, have you experienced sexual harassment at work?
behaviour of a
sexual nature that
Yes [o) - [0 (o) [¢)
may make a person 3% 4% 2% 2%
feel offended,
humiliated, or Prefer not to say 1% - 2% 1% 1%
intimidated.
No 96% - 94% 96% 96%
In the last 12 months, have you been threatened with physical harm or physically harmed
at work?
ves To - 6% 1% 1%
No 99% - 94% 99% 99%

r = below privacy cut-off
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Explore how to drive engagement
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The key drivers of
employee
engagement are the
survey questions
most strongly
related to
engagement in your
team or
organisation.

Improving these
areas could help
boost employee
engagement.

Key drivers of employee engagement

Key driver question

Topic

My organisation is committed to developing its employees

Learning and development

| am satisfied with my job

Job satisfaction

| feel motivated to contribute more than what is normally
required at work

Job satisfaction

My organisation meets the needs of the people of NSW

Customer service

My organisation is making improvements to meet future
challenges

Risk and innovation

PMES 2020 | NM0300002 | Better Regulation
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Compare organisational units one level down

PMES 2020 | NM0300002 | Better Regulation Page 39



Child unit comparison for key topics

8 £ ©
= g | = g 2
[y N & %]
© Z E GE) % 3 & (% > 2
> 63 9} o < el < o) o
5 I =) o) o o S © Q e
_ = 9] O 5 0o S L 1% © g2
This shows some S g x 5 85 o s o & ©5
. —_— q) —
key topic scores for 5 o |98 > | 879 o 2 i s g5
- . @) c o =
the organisational k g ¢ g 5 | S& | 2 2 2 g | g<
units that sit one & | 25| E | € o 5 5 2 |2
level below the o | 25| g |8 8 ke &
report unit. These x . E 5
units are called child
units. EMPLOYEE ENGAGEMENT | 67% | 70% | 69% | 67% | 67% | 71% | 66% | 78%+ | 64% | 66%

WELLBEING, HEALTH

AND SAFETY 78% | 83%+ | 81% 74% | 78% | 83%+ | 78% | 83%+ | 74% | 78%

SENIOR MANAGERS 66% | 58%" | 73%+ | 65% | 61%" | 72%+ | 67% | 82%+ | 66% | 72%+

COMMUNICATION AND
CHANGE MANAGEMENT

INCLUSION AND
DIVERSITY

ROLE CLARITY AND
SUPPORT

AUTONOMY AND
EMPLOYEE VOICE

LEARNING AND
DEVELOPMENT

TEAMWORK AND
COLLABORATION

68% | 59%" | 74%+ | 67% | 62%" | 75%+ | 70% | 79%+ | 72% | 81%+

79% | 72%" | 83% 81% 75% | 83% 76% | 86%+ | 82% 79%

69% | 68% | 74%+ | 67% | 69% | 77%+ | 65% | 77%+ | 70% | 70%

78% | 76% 81% 75% | 76% | 84%+ | 76% | 87%+ | 79% | 76%

56% | 60% | 63%+ | 52% | 56% | 61%+ | 54% | 70%+ | 55% | 65%+

75% | 76% | 78% 71% 73% | 80%+ | 75% | 90%+ | 78% | 79%

+ at least 5 percentage points higher than report unit A at least 5 percentage points lower than report unit
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Discover if different groups of employees have different views
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This is a snapshot of
survey takers.

Use the snapshot to
see if the survey
takers are
representative of
your organisation or
team.

Respondent profile snapshot

Type of work

Service delivery involving direct

% respondents

Gender % respondents
Male 36
Female 50
Non-binary )
Prefer not to say (9]
Age

15 - 34 years 14
35 - 54 years 45
55+ years 18
Prefer not to say 24
LOTE spoken at home

Yes 19
No 69
Prefer not to say 13
Aboriginal and/or Torres Strait

Islander

Yes 2
No 86
Prefer not to say n
Disability

Yes 5
No 84

Prefer not to say

LGBTIQ+ % respondents
Yes 3
No 87
Prefer not to say 10
Employment status

Senior executive 3
Ongoing / permanent 90
Temporary 3
Casual (9]
Contract-non-executive 2
Labour hire (p)]
Other (9]
Don't know (@]
Working arrangement

Full-time 94
Part-time 6
Frontline / Non-frontline staff

Frontline 35
Non-frontline 65
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contact with the public 35
Other service delivery work 9
Administrative support 8
Corporate services 3
Policy 6
Research 2
Program and project management 12
support
Legal 2
Other 23
Organisation tenure
Less than 1 year 10
1 year to less than 2 years 7
2 years to less than 5 years 27
5 years to less than 10 years 20
10 years to less than 20 years 24
More than 20 years 12
Salary
$85,743 and below 18
$85,744 - $111,076 36
$111,077 - $148,578 25
$148,579 and above 5
Prefer not to say 16
Page 42



Key topic results by select demographics

COLLABORATION

3 3
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EMPLOYEE ENGAGEMENT | 67% 69% 70% ®) 64% | 61%" | 74%+ | 74%+ | 71% 71% 70%
y,\llzél'si\EFlE.?’YHEALTH 78% 79% 80% G 74% | 70%" | 81% | 82%+ | 80% 81% 80%
SENIOR MANAGERS 66% 69% 69% ®) 52%" 61% 81%+ | 74%+ | 72%+ | 70%+ | 69%
ggrmggﬁﬁngNEﬁggT 68% 70% 72% ®) 60%" | 64% | 78%+ | 76%+ | 74%+ | 73% 72%
::,)\:\Slégg:?y AN 79% 82% 81% G 77% | 72%" | 91%+ | 82% | 84%+ | 82% 82%
ESIISEOCF;.ARITY AND 69% 73% 73% ®) 68% | 62%" | 78%+ | 78%+ | 77%+ | 73% | 75%+
éﬁ;(L)(,)\IsENIliYVAC\)TgE 78% 80% 80% G 72%" | 69%" | 85%+ | 82%+ | 84%+ | 81% 81%
EEQEEQPGMEH.? 56% 60% 59% G 54% | 49%" | 68%+ | 68%+ | 63%+ | 61%+ | 62%+
TEAFTRIDIRES AN 75% 78% 76% ®) 73% 71% | 86%+ | 81%+ | 80%+ | 77% | 80%+
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+ at least 5 percentage points higher than report unit

A at least 5 percentage points lower than report unit
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Key topic results by type of work
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EMPLOYEE ENGAGEMENT | 67% 65% 70% | 74%+ | 73%+ | 66% @) 71% 66% 66%
yl\llzél'si\EFlE?\’{HEALTH 78% 77% 82% | 83%+ | 80% 75% @) 79% 79% 76%
SENIOR MANAGERS 66% | 60%" | 73%+ | 73%+ | 71%+ | 71%+ w 71%+ | 68% 65%
COMMUNICATION AND o o/~ o o o o o o o
CHANGE MANAGEMENT 68% | 63% 75%+ | 76%+ | 75%+ | 76%+ w 73% 66% 68%
::,)\:\Slégg:?\,(\l AN 79% 77% 81% | 84%+ | 87%+ | 85%+ @) 86%+ | 78% 76%
SSIP_EOCFI&ARITY AND 69% 68% 73% | 83%+ | 81%+ | 68% w 71% 68% 67%
AUTONOMY AND o o o o o o o o o
EMPLOYEE VOICE 78% 75% 82% | 85%+ | 87%+ | 81% ) 82% 74% 75%
EEQEEQPGME\H.? 56% 53% | 62%+ | 65%+ | 66%+ | 59% @) 53% | 63%+ | 55%
TEAFTRIDIRES AN 75% 72% 78% | 81%+ | 87%+ | 83%+ w 80%+ | 75% 71%

COLLABORATION

+ at least 5 percentage points higher than report unit
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A at least 5 percentage points lower than report unit
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Key topic results by organisation tenure

Repo
Less than 1 year
1 year to less than 2 years
2 years to less than 5 years
5 years to less than 10 years
10 years to less than 20 years
More than 20 years

EMPLOYEE ENGAGEMENT | 67% 71% 72% | 68% | 67% | 67% | 68%

WELLBEING, HEALTH

O, [o) [o) [o) o) [o) [o)
AND SAFETY 78% | 79% | 77% | 80% | 79% | 76% | 79%

SENIOR MANAGERS 66% | 69% | 70% | 69% | 66% 61% 66%

COMMUNICATION AND
CHANGE MANAGEMENT

INCLUSION AND
DIVERSITY

ROLE CLARITY AND
SUPPORT

AUTONOMY AND
EMPLOYEE VOICE

LEARNING AND
DEVELOPMENT

TEAMWORK AND
COLLABORATION

68% | 73%+ | 73%+ | 71% 67% | 64% | 70%

79% | 80% | 80% | 82% | 78% | 78% | 80%

69% | 75%+ | 69% | 73% | 69% | 66% | 73%

78% | 82%+ | 81% 80% | 77% | 75% | 79%

56% | 63%+ | 63%+ | 56% | 55% 51% | 62%+

75% | 78% | 76% | 77% | 74% | 73% | 75%

+ at least 5 percentage points higher than report unit A at least 5 percentage points lower than report unit
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Key topic results by geographic region

Repo
Sydney East
Sydney West
Capital Region
Central Coast
Central West
Far West and Orana

Coffs Harbour - Grafton

Hunter Valley excluding Newcastle

EMPLOYEE ENGAGEMENT| 67% | 68% | 69% | ) |68% | @ | » | )
WELLBEING, HEALTH . . . .

AND SAFETY 78% | 76% | 79% | (D | 78% | (N ) ) )
SENIOR MANAGERS 66% | 67% | 70% | ™ | 64% | O | ®» | ©® )

COMMUNICATION AND
CHANGE MANAGEMENT

INCLUSION AND
DIVERSITY

ROLE CLARITY AND
SUPPORT

AUTONOMY AND
EMPLOYEE VOICE

LEARNING AND
DEVELOPMENT

TEAMWORK AND
COLLABORATION

68% | 69% | 72% () 67% (o) (9 @) (9

79% 77% | 82% ) 81% @) ) Q) (®)

69% | 69% | 72% ) 71% @) ) Q) (®)

78% 77% | 80% ) 79% @) Q) () (®)

56% | 62%+ | 58% (9] 57% (p) (9] (@) Q)

75% 74% | 77% ) 75% @) ) Q) (®)

+ at least 5 percentage points higher than report unit A at least 5 percentage points lower than report unit
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Key topic results by geographic region (continued)

Repo
llawarra
Mid North Coast
Murray

New England and North West
Newcastle and Lake Macquarie
Richmond - Tweed
Riverina
Southern Highlands and Shoalhaven
Outside of NSW

EMPLOYEE ENGAGEMENT | 67% (9] (9] @)

~\
-~
A

65% (9 @) (D) (@)

WELLBEING, HEALTH

AND SAEETY 78% (9] (®) @) (@) 79% ) @) (r) )

SENIOR MANAGERS 66% (9] (®) () (p) 63% () (9] (o) (9

COMMUNICATION AND
CHANGE MANAGEMENT

INCLUSION AND
DIVERSITY

ROLE CLARITY AND
SUPPORT

AUTONOMY AND
EMPLOYEE VOICE

LEARNING AND
DEVELOPMENT

TEAMWORK AND
COLLABORATION

68% () r (9] (9 67% (9] (9 (r (9]

79% (r) r (9] r 78% (9] (9 (r (9]

69% (9] (®) () (p) 75%+ () (9] (®) ()

78% " () (9] () 78% (9] r (r (9]

56% (r) r (9] (" | 61%t | (" (9 r (9]

75% " r (9] r 75% (9] " (r (9]

+ at least 5 percentage points higher than report unit A at least 5 percentage points lower than report unit
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Find out more about how the survey works
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Additional information

Survey period

The People Matter Employee Survey 2020 opened
on Monday, 19 October and closed on Friday, 13
November. The survey usually runs in the middle
of the year but was delayed due to the COVID-19
pandemic.

Employee engagement score calculation

Each person who answered all five employee
engagement questions gets an employee
engagement score. Each answer is assigned a
score as follows:

100 to ‘strongly agree’

/5 to ‘agree’

50 to ‘neither agree nor disagree’
25 to ‘disagree’

O to ‘strongly disagree’

The employee’s engagement score is calculated
as the average of the five question scores.
Employees’ scores are then averaged to calculate
a team or organisation engagement score.

PMES 2020 | NM0300002 | Better Regulation

% favourable calculation

Most scores are shown as % favourable,
which is the sum of the ‘strongly agree’
and ‘agree’ percentages.

Privacy

Responses from individual employees are
confidential. Strict rules protect privacy
at every stage of the survey process.
These reports only show the results for a
group of employees (i.e. a workgroup or
demographic group) when there are 10 or
more responses for the group.

Rounding

Results are presented as whole numbers
for ease of reading. Results will not
always add up to T00% due to rounding.
Values less than 0.5 are rounded down.
Values equal to or greater than 0.5 are
rounded up.
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2021 Erdicyee survey

Organisational Unit Report Response rate:

Better Regulation

Parent unit: Department of Customer Service

Survey period: 23 August to 17 September 2021
Completed surveys: 1,625

Response rate: 82%

)| ." 4 i
PMES 2021 | NM0300002 | Better Regulation A | Bublic ENEINE

Commission



eople
paptter Organisational hierarchy

NSW public sector
» Customer Service

This shows where

Eﬂggiﬁ;’;tyg“‘““s in » Department of Customer Service

organisational

hierarchy. » Better Regulation
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High level results

Discover key results and patterns
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people _ _
atter Headline results for key topics

Purpose and direction Work environment Enabling practices Leadership m

Role clarity and . . Employee
These are the % sUpport Recruitment (1) Senior managers engagement
favourabl ores for
avourable scores fo 72% 55% 74% 70
key survey topics.
Each topic relates to 2020 +3 (69%) 2020 +5 (50%) 2020 +8 (66%) 2020 +3 (67)
an area of employee
2JUEIENEE: Grievance o Learning and o Decision making
handling development and accountability
Job satisfaction
52% 63% 70%
2020 +5 (47%) 2020 +7 (56%) 2020 +5 (66%) 72%
) 2020 +2 (69%)
We've flagged the Communication
top 3 (*) and bottom and change
a management

3 (!) topics for you. Wellbeing
Use these topics as 70%
a starting point for 2020 o 73%
exploring your
results. 2020 0 (723%)

Recognition

73%

2020 -

Feedback and .

Action on survey
performance
results

management

2020 +4 (63%) 2020 +10 (54%)

r = below privacy cut-off
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atter

These are the
questions with the
highest and lowest %
favourable scores. %
favourable is based
on the respondents
who selected
'strongly agree' or
'agree’.

Highest and lowest questions

© Questions with the highest favourable scores

Flexible working 8h My manager supports flexible working in my team

Flexible working 8g ?r?:n;aet:sfeiﬁ?s?re you with your ability to access and use flexible working

Risk and innovation 1l | am comfortable notifying my manager if | become aware of any risks at work
Inclusion and diversity 2c People in my workgroup treat each other with respect

Customer service 2d People in my workgroup can explain how their work impacts customers

@ Questions with the lowest favourable scores

2021

% favourable

2021

% favourable

Recruitment 7f

| have confidence in the way recruitment decisions are made

47%

Communication and change

7b
management

Change is managed well in my organisation

49%

Grievance handling 10

I have confidence in the ways my organisation handles grievances

52%

Feedback and performance management 5i

My manager appropriately deals with employees who perform poorly

53%

Learning and development 3g

| am satisfied with the opportunities available for career development in my
organisation

59%

0-49%

PMES 2021 | NM0300002 | Better Regulation

<= -5%

difference from

2020

+2%

0%

-1%

+1%

difference from

2020

Page 06
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These are the most
and least improved
questions between
survey years.

Consider why these

scores have shifted.

Was it due to actions
you took in response
to last year’s survey

results or something

else?

Most and least improved questions

© Most improved questions

difference from

2020

2021

% favourable

Employee voice / Senior managers of Senior managers listen to employees 67%
Action on survey results 9 | am confident my organisation will act on the results of this survey 64%
Learning and development 7e My organisation is committed to developing its employees 64%
&;rr?gi?riw?ntti(;nsaer;?o(;r:igg;gers 6e Senior managers keep employees informed about what's going on

Senior managers 6b Senior managers model the values of my organisation 74%

@ Least improved questions

difference from

2021

% favourable 2020
Wellbeing Tm In general, my sense of wellbeing is... 65% -4%
Risk and innovation 1 | am comfortable notifying my manager if | become aware of any risks at work - -]%
Job satisfaction n | find my life at work fulfilling 63% _'I%

Employee voice / Inclusion and diversity 8c | can speak up and share a different view to others in my organisation O%
Teamwork and collaboration 2a My workgroup works collaboratively to achieve its goals O%
Page 07
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The key driver
analysis identifies
questions with the
strongest influence
on your employee
engagement.

Key drivers are split
into strengths (high
correlation, high
score) and priorities
(high correlation,
low score). Look for
ways to maintain

your strengths and
improve your
priorities.

Key drivers

2021

Topic Key driver questions Action
% favourable
. My organisation is committed to developing its
)
Learning and development 7e employees 646 Improve
Risk and innovation 7a My organisation is making improvements to meet future 727 Maintain
challenges Y
Communication and change . . L
o)
management 7b Change is managed well in my organisation 49/) Improve
Recognition 70 | receive adequate recognition for my contributions 630 Imorove
9 from my organisation % P
Employee voice / Senior of Senior managers listen to employees 670 Improve
managers 9 ploy % P
Senior managers 6b  Senior managers model the values of my organisation 74% Maintain
r = below privacy cut-off
Page 08
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Results by topic

Discover more about your results
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people
atter Employee engagement

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Employee Employee engagement (total score)* 70 +3 +3 -4 -4
engagement is
e e S - B v ax a
connection to their
organisation. ltis a I am proud to tell others | work for my _
global measure of 7K organisation L 74% +3% 1% -6% -6%
employee
i | feel a strong personal attachment to
experience. " my organisation _ 2 . 65% +3% O% -3% -3%
My organisation motivates me to help it
m;?ggrrggtors ™ achieve its goals _ = 66% -6% -6%
engagement: My organisation inspires me to do the _ _ _
leadership, a "™ best in my job 23 1B 65% 8% 8%

pOSitive and *See 'Additional information about the survey' for more details on how we calculate the
inclusive WOFk employee engagement score.

culture, manager
support,
accountability and
flexible work to
name a few.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people

atter Intention to stay

1on H | d think . " ; i ; sation? 2021 difference from difference from difference from difference from
n How long do you think you will continue to work in your current organisation? % respondents 2020 Sector Cluster Parent

Intention to stay Less than 1 year . 8% +2% O% “T% “T%
I'eer;eprli;[/(;ea,z desire 1 year to less than 2 years . 8% 0% -1l% -2% -2%
and VYi”in%:\?ﬁS.to 2 years to less than 5 years - 22% -T1% +2% 0% 0%
remain wi elr

current organisation. 5 years to less than 10 years - 27% -T9 +2% +3% +3%
Intention to stay can

be influenced by 10 years to less than 20 years - 23% -1o% -1 +39 +3%
many aspects of

empI{)yeFe) More than 20 years . 12% O% -3% -3% -3%

experience,
including
engagement.

Intention to stay is a

leading indicator for
turnover. However,
intention doesn’t
always translate into
action.

r = below privacy cut-off
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people

atter Job satisfaction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Like employee Job satisfaction (total score) 72% +29 +29% -3 -3%
engagement, job

i i i My job gives me a feeling of personal
SellEEEin (2 19 accomplishment _ LN - +2% -1% -3% -3%

global measure of

employee | feel motivated to contribute more than _
experience. While 1h what is normally required at work LN 73% +4% +2% -4% -4%

employee
engagement 1i | am satisfied with my job _ 13 111 —-I% —1%
operates at the

organisational level, In 1 find my life at work fulfilling _ 27 N 63% -1% +3% -4% -4%

job satisfaction
operates at the job
or role level.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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Wellbeing

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Wellbeing means Wellbeing (total score) 73% 0% +49% -2% -2%
feeling good,
i i .| can keep my work stress at an

?j;:ﬁ;aecrtﬁ?] 3vr(])c:-k Im In general, my sense of wellbeing is... _ 27 8 65% -4 +2% -4 -4y
and life. There are people at work who care

59 Joeut me s +h% 42 -2% -2%

- Neutral Unfavourable
r = below privacy cut-off
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atter Customer service

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Customer means Customer service (total score)

-3% -3%

the people who you
or your organisation 1k
provide a service to.

I am empowered to make the decisions
needed to help customers and/or _ 14 . -2% -2%

communities

2d

0% 0%

how their work impacts customers

2e

-1% -1%

needs when planning our work

6d

-l% -1%

Senior managers communicate the 12
importance of customers in our work

7h

The processes in my organisation are
designed to support the best experience
for customers

7i

My organisation meets the needs of the
communities, people, and/or businesses _ 17 .

of NSW

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people e clarity and support

atter Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

An employee has Role clarity and support (total score) 72% + 3% -2% -2%
role clarity when

| understand what is expected of me to
ey N 2% 2
achieve these goals, b | get the support | need to do my job -2‘7 _2cy
and how the goals well ? ?
link to broader 1 | have the tools and technology to do _20 _20
strategy. my job well % %
Even when an 1d | have the time to do my job well -2% -2%
employee does
have role clarity, My performance is assessed against
they need the right 3¢ clear criteria +4% -3% -3%
support to deliver. . 3f | have received the training and +29 1o 1o
Support can come in development | need to do my job well % % %

the form of time,
tools and
technology, and
training.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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atter

In addition to role
clarity and support,
employees are likely
to feel more
satisfied with their
job when there is a
clear sense of
purpose and when it
is enriched with
characteristics such
as skill variety,
autonomy, and
feedback.

PMES 2021 | NM0300002 | Better Regulation

Job purpose and enrichment

Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Job purpose and enrichment (total score) +29 +2%

Te

My job gives me opportunities to use a
variety of skKills

-l% -1%

| have a choice in deciding how | carry
out day to day work tasks

3d

In the last 12 months, | have received
feedback to help me improve my work

5j

My manager communicates how my role
contributes to my organisation’s
purpose

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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atter Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Risk refers to the Risk and innovation (total score) -3% -3%
effect of uncertainty
i iavi | am comfortable notifying my manager
I aChIeYIng work 1 if | become aware of any risks at work _ I -2% -2%
goals. Risk can
My manager encourages people in my
re.late t.O I}y 5a workgroup to keep improving the work _ 1 I -2% -2%
things in the they do
WOka'aCG. sp My manager encourages me to learn _ 15 I -4 -4
from my mistakes % %

Innovation means
Creatmg new and /a mwyp(:;?/zrruse?tlg?clsmn;aetlpt?ture challenges _ 20 . 72%
better products,
processes services,
and technologies to
improve outcomes
for the people of
NSW.

A healthy risk
appetite can help
foster innovation.

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people . ith and safety

atter Work environment

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent
Work health and Health and safety (total score) - -3% -3%
safety (WHS)
i | am confident work health and safety _
:rrl\écr)llggz;heent of P issues | raise will be addressed promptly g -4% -4%
risks to the health There.are. effective resources in my
70 organisation to support employee 12 '2% '2%

everyone in your
workplace. Health
refers to both
physical and
psychological
health.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people  icvance handling

atter Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

. . | have confidence in the ways my
A grievance is any 10 organisation handles grievances _ 32 16 52% -- -10% -10%
type of problem,

concern, diSpUte, or *See p.35 for related results on negative workplace behaviours.
complaint related to

work or the work
environment which
cannot be resolved
through usual
communication.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people . i.sion and diversity

atter Work environment

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

An inclusive Inclusion and diversity (total score) -2% -2
workplace is one
People in my workgroup treat each
\(I:v:ner[:)eazilllclepn;felogﬁdes 2¢ other with respect _ 7 I -2% -2%
contribute. It is one Senior managers support the career
where everyone ®9 " advancement of women _ — I 74% -T% -T%
feels valued, My organisation respects individual
accepted and 8a differences (e.g. cultures, working styles, _ 9 I -3% -3%
¢ (',j N backgrounds, ideas)
SlthpOLe o thrive Personal background is not a barrier to
al WOork. participation in my organisation (e.g. _ 8 I
8b cultural background, age, disability, '3% ‘3%
sexual orientation, gender)
| can speak up and share a different _ . _ _
8¢ view to others in my organisation 13 2% 2%
8e | feel that | belong in my organisation _ 14 . -2% -2%

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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atter

Delivering for the
people of NSW
requires agencies to
work together and
share knowledge
internally and with
other sectors.

Well executed
collaboration
enables agencies to
share knowledge
ideas, resources,
skills, networks, and
assets, leading to

better outcomes for
customers.

PMES 2021 | NM0300002 | Better Regulation

Teamwork and collaboration

Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Teamwork and collaboration (total score) _3% _3%
My workgroup works collaboratively to _ l
23 ,chieve its goals 9 -2% -2%
26 workgroup 10 -3% -3%
Senior managers promote collaboration
6¢c between my organisation and other _ 20 . 71% +7% +1%

organisations we work with

c S
teams across my organisation

There is good co-operation between

B > B 62«

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people . ible working

atter Work environment

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Flex|b|e Work|ng |S Flexible working (total score)
about rethinking

How satisfied are you with your ability
where, when, and 8g to access and use flexible working _ I
how people work, in arrangements?
ways that maintain gn My manager supports flexible working in _ I
or improve service my team
delivery for the
people of NSW.

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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eople
paptter Use of flexible working

gf T ¢ Hexdbl i 2021 difference from difference from difference from difference from
ype orfiexiole working % respondents 2020 Sector Cluster Parent
about rethinking Working more hours over fewer days - 14% -1% +49 O% 0%
where, when, and
i Working additional hours to make up for
ways that maintain
or improve service Flexible scheduling for rostered workers I 5% -3% -3% -4% -4%
delivery for the
people of NSW. Part-time work l 7% -1% -5% -3% -3%
Job sharing I 2% 0% -2% 0% O%
Working from different locations - 23% _7%
Purchasing annual leave | 1% -1% O% O% O%
Leave without pay I 3% -1 -39 -29% -2%
Study leave I 2% O% -1% O% 0%
Other I 2% O% O% -1% -1%
None of the above I 2% 0% -19% -10% -10%

r = below privacy cut-off
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people Recruitment

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Recru”:ment refers Recruitment (total score) 55% —5% -5%
to the process of
i | have confidence in the way recruitment

attraCtl!’]g’ 7f decisions are made _ 26 27 47% -6% -6%
screening, and
onboarding people. My organisation generally selects

79 capable people to do the job _ 21 16 63% '5% '5%

- Neutral Unfavourable
r = below privacy cut-off
Page 24
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people Learning and development

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Access to |eaming Learning and development (total score) 63% -3% -3%
and development
| have received the training and

Zﬁglrgyzzggfhsleve development | need to do my job well _ 20 12 67% -1% _1%

; | am satisfied with the opportunities
their performance 3g available for career development in my _ 21 20 59% -2% -2%
and career goals. organisation
Learning and ;e My organisation is committed to _ 23 13 640 5o -5
development also developing its employees % % %

help agencies to
grow the right
employee
capabilities to
deliver business
outcomes.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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people

atter Mobility

3h Are you currently looking, or thinking about looking, for a new role within the

2021 difference from difference from difference from difference from

NSW public sector but outside of your current workplace to broaden your
experience? % respondents 2020 Sector Cluster Parent
. . Y =)o o, - 40 - <o,
Having a mobile es 39% 2% +1% 3% 3%
workforce makes it No 61% +20 1o +3 +3
easier to redeploy
resources to match 3i Are there barriers preventing you from moving to another role? If so, what are
priorities and they?
respond to emergin
iSSLFI)eS. ging Lack of visible opportunities - 22% -8% -6% -lo% 1%
Mobility is regarded Lack of promotion opportunities - 26% _5% _2% +3% +3%
as one of the best Lack of support from my manager / l o +1o
- % -4% O% O%
ways to develop supervisor 7%
Ieader.s.hip . Geographic location considerations - 21 % -6% -3% -
capability, provide
enriching careers, Personal / family considerations - 24% -To -59% +39 +39
and build and retain
‘know how’ in an Insufficient training and development - 14% +79 -1% +719% +1%
organisation and the Lack of required capabilities or -
NSW public sector experience 14 % +3% +2% O% 0%
more broadly. Lack of support for temporary .
y assignments / secondments 11% -5% -3% 0% O%
The application / recruitment process is
Other . 8% -2% -2% -2% -2%
There are no major barriers to my career
] 330 A% 4w -3 =

r = below privacy cut-off
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people Pay

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

) e pald falrly forthe werktde _ 12 9 _““

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people Recognition

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

SO LRI NEER Recognition (total score) 7 3% 1% 1%
recognising
emplpyegs’ 50 tl\:]i r\:\virssglzroprowdes recognition for _ 108 O% O%
contributions and
achievements in the ;o | receive adequate recognition for my _ 23 14 -29 -29
workplace thI’OUgh contributions from my organisation % %
formal and informal
channels.
- Neutral Unfavourable
r = below privacy cut-off
Page 28
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people Feedback and performance management

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

.. . Feedback and performance management
Underpinning a high  [RSSepn 67% +49% -4% -4%
performance culture
A ; In the last 12 months, | have received _ 16 '
is an effective 3d feedback to help me improve my work 73% +4% '1% '1%
system for
managing individual, SRS el
team, and
organisational s, My manager encourages me to learn _ 16 Ao, 4o
i = (] 4%
performance. from my mistakes
. My manager appropriately deals with _ 33 13
o employees who perform poorly 53% '8% '8%

202" difference from difference from difference from difference from

Perf t
erformance management process % respondents 2020 Sector Cluster Parent

I have a performance and development 8°/ +2<y
= () ()

3a plan that sets out my individual goals

| have informal feedback conversations

3b with my manager

| have scheduled feedback

3c . .
conversations with my manager

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off

Page 29
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people Senior managers

atter Leadership

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent
Leadership is key in Senior managers (total score) 7400 O% O%
setting direction,
i Senior managers provide clear direction

gﬁ:g?r:ggusltzarteegxa 63 ¢or the future of the organisation _ 18 . 70% 1% 1%
capability, inspiring Senior managers model the values of my
e, AT & 3 anisation DA s B 74w 0% 0%
deIivering results. Senior managers promote collaboration

6¢c between my organisation and other _ 20 . 71% +7% +1%
The term ‘senior organisations we work with
m ) Senior managers communicate the _ I _ _
th:ngar?)isorfeggﬁot? 6d importance of customers in our work 12 1% 1%
managers in your Senior managers keep employees _ .
organisation, not an 6e informed about what's going on 14 +1% +1%
individual manager.

6f Senior managers listen to employees _ 20 . +2% +2%

6g Senior managers support the career _ 22 I 1 1

9 advancement of women =1% =-1%

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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atter

Decision making is
the process of
making choices by
identifying a
decision, gathering
information, and
assessing
alternative
resolutions.

Accountability is one
of the four core
NSW public sector
values. It is about
taking responsibility

for decisions and
actions.
Accountability can
add meaning to
work and foster
engagement.

Decision making and accountability
Leadership

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Decision making and accountability (total O
score) 7 % -5% -5%
| have confidence in the decisions my
manager makes -3% -3%
People in my organisation take 6‘7 67
= (o] = (]

responsibility for their own actions

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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people Communication and change management

atter Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

. Communication and change management
Effective (total score) 70% -3% -3%
communication is

i ; M icat ffectivel
proactlve and tlmely 5c Wisir:nrir;ager communicates effectively -2y -2y
and focuses on the
most important 65 Senior managers provide clear direction _ 1 -1o -1
points. What do for the future of the organisation % %
employees need to ge Senior managers keep employees _ +7o +19
know and how does € informed about what's going on % %

it affect them?

Change is managed well in my
organisation

7b 26

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people Employee voice

atter Leadership

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Ensuring emp'oyees Employee voice (total score) -1% -1%
feel like they can
speak up and be 5b My manager listens to what | have to say _ 8 . -2% -2%
heard shifts the
employee-employer My manager encourages and values _ I
relationship from a > employee input 9 ~2% -2%
transactional one to My manager involves my workgroup in
an effective, 3¢ decisions about our work _ Ul . O% O%
dynamic one.

6f Senior managers listen to employees _ 20 . +29% +2%

| can speak up and share a different _ . _ _
8¢ view to others in my organisation 13 2% 2%
r = below privacy cut-off
Page 33
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atter

To improve
employee
experience, leaders
at all levels should
take on board
employee feedback
and act on the
survey results.

Employees can
become disengaged
if they are asked
their opinion and
then no action takes
place as a result.

Action on survey results
Leadership

% favourable

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

| am confident my organisation will act _
2 on the results of this survey 20 16 64% -3% -3%

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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atter Negative workplace behaviours

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

In the last 12 months, have you...
% respondents

been aware of any misconduct in your
In NSW pub|ic organisation 7% -3% +1% +1%
sector, we are witnessed bullying 10% -4 +1% +1%

committed to
redUCing and experienced bullying
preventing negative
Workp|ace witnessed sexual harassment

behaviours such as

7% -2% 0% O%
19 - 1% 0% 0%
2% -1% -2% 0% 0%

misconduct experienced sexual harassment

bullying, sexual

hargssgrﬁent threats experienced threats or physical harm 1% O% O% O%
Or phlyS.ICaI_harm, experienced discrimination 7% - -3% +1% +79
discrimination, and

racism. experienced racism 3% - -2 +1% +1%

Definitions

- Misconduct: behaviour that is unethical or illegal, or that breaches your organisation’s code of conduct
- Bullying: repeated unreasonable behaviour directed towards a worker or group of workers
- Sexual harassment: unwelcome behaviour of a sexual nature that may make a person feel offended, humiliated, or intimidated

- Discrimination: when a person, or a group of people, is treated less favourably than another person or group because of their background or certain personal characteristics

- Racism: prejudice, discrimination or hatred directed at someone because of their colour, ethnicity or national origin

r = below privacy cut-off
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Results by child unit and demographic group

Discover if employees in different groups have different views
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This is a snapshot of
survey takers.

Use the snapshot to
see if the survey
takers are
representative of
your organisation or
team.

Respondent profile snapshot

Type of work

Service delivery involving direct

% respondents

LGBTIQ+ % respondents
Yes 4
No 87
Prefer not to say 9
Employment status

Senior executive 3
Ongoing / permanent 88
Temporary 4
Casual r
Contract-non-executive 2
Labour hire 1
Other r
Don't know 1
Working arrangement

Full-time 93
Part-time 7

Gender % respondents
Male 35
Female 50
Non-binary 1
Prefer not to say 15
Age

15-34 years 14
35-54 years 47
55+ years 16
Prefer not to say 23
LOTE spoken at home

Yes 20
No 71
Prefer not to say 8
Aboriginal and/or Torres Strait Islander

Yes 3
No 89
Prefer not to say 9
Disability

Yes 7
No 85
Prefer not to say 9

PMES 2021 | NM0300002 | Better Regulation

r = below privacy cut-off

contact with the public 50
Other service delivery work 8
Administrative support 9
Corporate services 3
Policy 6
Research 2
Program and project management 15
support
Legal 2
Other 25
Organisation tenure
Less than 1 year 13
1year to less than 2 years 8
2 years to less than 5 years 24
5 years to less than 10 years 21
10 years to less than 20 years 21
More than 20 years 12
Salary
$85,743 and below 18
$85,744 - $111,076 34
$111,077 - $148,577 25
$148,578 and above 6
Prefer not to say 16
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This shows some
key topic scores for
the organisational
units that sit one
level below the
report unit. These
units are called child
units. Employee engagement 70

Report total

atter Selected key topic results by child unit
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Wellbeing 73%

73% 70%

Role clarity and support 72%

Inclusion and diversity 81%

Teamwork and

collaboration 75%

Learning and development | 63%

Senior managers 74% 74% 77%
Communication and 70% | 72% 70% 73% 74% | 71%
change management

Employee voice 79% 79% 79%

At least 5 percentage points
lower than report unit

PMES 2021 | NM0300002 | Better Regulation

Within 5 percentage
points of the report unit

At least 5 percentage points
higher than report unit
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Employee engagement 70 72 74 48 68 68 66 74 75 73 72
Wellbeing 73% 75% 76% 53% 66% 72% 67% 76% 79% 76% 76%
Role clarity and support 72% 75% 76% 60% 72% 71% 68% 75% 81% 75% 76%
Inclusion and diversity 81% 84% 86% 63% 73% 77% 81% 80% 87% 85% 85%

Teamwork and

. 75% 78% 78% 63% 69% 72% 75% 76% 79% 79% 76%
collaboration

Learning and development | 63% 67% 67% 47% 61% 63% 58% 64% 73% 67% 67%

Senior managers 74% 75% 79% 39% 66% 68% 72% 76% 78% 79% 75%

Communication and

70% 71% 75% 48% 66% 67% 67% 74% 75% 74% 71%
change management

Employee voice 79% 81% 84% 70% 75% 79% 80% 79% 86% 83% 80%
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit higher than report unit r = below privacy cut-off
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Employee engagement 70 70 69 73 71

Wellbeing 73% 75% 73% 75% 73%
Role clarity and support 72% 74% 70% 69% 73%
Inclusion and diversity 81% 83% 81% 83% 82%

Teamwork and

collaboration 75% 74% | 72%

75% 76%

Learning and development | 63% 65% 60% 62% 62%

Senior managers 74% 71% 72% 73% 73%

Communication and

70% 66% 65%
change management

69% 72%

Employee voice 79% 79% 75% 82% 80%
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit higher than report unit r = below privacy cut-off
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Report total
Less than 1 year
1year to less than 2 years
2 years to less than 5 years
5 years to less than 10 years

10 years to less than 20 years
More than 20 years

~N
W
N
O
[0}
(e}
N
o
[0}
(e}

Employee engagement

Wellbeing 73% 73% 70% 72% 71%

Role clarity and support 72% 72% 69% 73% 74%

Inclusion and diversity 81% 82% 80% 82% 82%

Teamwork and

collaboration 75%

77% 73% 74% 75%

Learning and development | 63% 64% 59% 61% 64%

Senior managers 74% 78% 71% 70% 74%

Communication and

70%
change management

71% 67% 67% 69%

Employee voice 79% 79% 76% 79% 80%

At least 5 percentage points Within 5 percentage - At least 5 percentage points

lower than report unit points of the report unit higher than report unit r = below privacy cut-off
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Employee engagement 70 67 72
Wellbeing 73% 65% 75%
Role clarity and support 72% 67% 74%
Inclusion and diversity 81% 78% 84%
Teamwork and
) 75% 69% 77%
collaboration

Learning and development | 63% 59% 65%

Senior managers 74% 73% 77%

Communication and

70% 68% 74% 70%
change management
Employee voice 79% 78% 81%
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit higher than report unit r = below privacy cut-off
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Employee engagement r r r 73 r r
Wellbeing r r r r r
Role clarity and support 72% 74% r r r r r
Inclusion and diversity 81% 85% r r r r r
Teamwork and
. 75% r r r r r
collaboration
Learning and development | 63% 65% r r r r r
Senior managers 74% - r r r r r
Communication and
70% 72% r r r r r
change management
Employee voice 79% 81% r r r r r
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit - higher than report unit r = below privacy cut-off
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Additional information about the survey

Discover more about how the survey works and how to act on results
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The People Matter Employee Survey provides an important opportunity for almost 400,000 people to have a say about their
workplace and to help make the public sector a better place to work.

The survey asks employees about their experiences with their work, workgroup, managers, and organisation. Their experiences are
grouped into management practices and reported under 4 domains:

 Purpose and direction
e Work environment

* Enabling practices

* Leadership

All of these practices positively contribute towards employee and organisational outcomes, including employee engagement, job
satisfaction, wellbeing, and customer service.

Purpose and direction Work environment

Enabling practices Leadership Outcomes

Role clarity and . . Employee
support Health and safety Recruitment Senior managers engagement
Job purpose and Learning and Decision making and

Grievance handling

enrichment development accountability

Inclusion and Communication and

Risk and innovation . . Pay
diversity change management

Job satisfaction

Teamwork and

collaboration Recognition Employee voice Wellbeing
Feedback and Action on surve
Flexible working performance y Customer service

results
management
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Privacy

Responses from individual employees are confidential. Strict
rules protect privacy at every stage of the survey process. These
reports only show the results for a group of employees (i.e. a
workgroup or demographic group) when there are 10 or more
responses for the group.

% favourable calculation

Most scores are shown as % favourable, which is the sum of the
‘strongly agree’ and ‘agree’ percentages.

Strongly e . Strongly
- agree nor | Disagree o
disagree

% favourable scores are colour coded based on these ranges:

Difference scores are shown where available. Differences are
colour coded based on these ranges:

= +/- > -

Generally, topic level comparisons are not shown when less than
50% of the questions are comparable.

Unfavourable

Difference scores

PMES 2021 | NM0300002 | Better Regulation

Rounding

Results are presented as whole numbers for ease of reading. Values
are rounded down if their first decimal number is less than 5. Values
are rounded up if their first decimal number is equal to or greater
than 5. Due to rounding, results will not always add up to 100%.
Difference scores may appear to be slightly different to values derivec
from subtracting rounded numbers, usually within 1%.

Employee engagement score calculation

Each person who answered all five employee engagement questions
gets an employee engagement score. Each answer is assigned a score
as follows:

100 to ‘strongly agree’

75 to ‘agree’

50 to ‘neither agree nor disagree’
25 to ‘disagree’

O to ‘strongly disagree’

The employee’s engagement score is calculated as the average of the
5 gquestion scores. Employees’ scores are then averaged to calculate a
team or organisation engagement score.

Key driver analysis

Experience tells us that a successful response to survey results
requires focus on key priorities. The key driver analysis, which uses
statistical techniques including Pearson’s correlation analysis,
identifies individual questions with the strongest influence on your
employee engagement score.

Key drivers are split into strengths (high correlation, high score) and

priorities (high correlation, low score). You are recommended to look
for ways to maintain your strengths and improve your priority areas.
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We are all responsible for building a world class public service. Improving employee experience is a way to work towards this goal.

Survey communication and action planning: Leaders are encouraged to share and discuss survey results with employees, and start
thinking about actions using the template below. In addition to PMES results, you should consider work context and internal business
data (e.g. turnover data). You should implement and monitor your plan, either on its own or as part of a broader organisational
improvement strategy.

INVESTIGATE FURTHER
CELEBRATE Q WITH OUR TEAMS OPPORTUNITIES
The things we do well: Are there any other opportunities coming out of Areas we need to focus on and turn into action
the results that we want to explore further? plans:
RESOURCES TARGET / SUCCESS
PRIORITISE 3 AREAS FOR ACTION TIMESCALES OWNER REQUIRED MEASURE

PMES 2021 | NM0300002 | Better Regulation Page 47
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2021 Erdicyee survey

Organisational Unit Report Response rate:

Investigations & Emergency
Response

Parent unit: Investigations & Enforcement

Survey period: 23 August to 17 September 2021

Completed surveys: 53

Response rate: 98%

¥t | Publi
PMES 2021 | NM0500028 | Investigations & Emergency Response *‘-“-" sgrvgge ENEINE
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NSW public sector
» Customer Service

This shows where

Eﬂggiﬁ;’;tyg“‘““s in » Department of Customer Service

organisational

hierarchy. » Better Regulation

» Investigations & Enforcement
» Investigations & Emergency Response
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High level results

Discover key results and patterns
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Purpose and direction Work environment Enabling practices

Recruitment (1)
These are the %
favourable scores for 65%
key survey topics.
Each topic relates to +18 (47%)
an area of employee

experience. Grievance o

handling

55%

2020 +18 (37%)

3 (!) topics for you.
Use these topics as
a starting point for
exploring your
results.

We've flagged the
top 3 (*) and bottom

PMES 2021 | NM0500028 | Investigations & Emergency Response

Leadership

50-74%

r = below privacy cut-off
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These are the
questions with the
highest and lowest %
favourable scores. %
favourable is based
on the respondents
who selected
'strongly agree' or
'agree’.

Highest and lowest questions

© Questions with the highest favourable scores

Risk and innovation 1 | am comfortable notifying my manager if | become aware of any risks at work
Role clarity and support la | understand what is expected of me to do well in my job

Recognition 5g My manager provides recognition for the work | do

Customer service / Senior managers 6d Senior managers communicate the importance of customers in our work
Flexible working 8g How satisfied are you with your ability to access and use flexible working

arrangements?

@ Questions with the lowest favourable scores

2021

% favourable

2021

% favourable

Recruitment 7f

| have confidence in the way recruitment decisions are made

53%

Communication and change

7b
management

Change is managed well in my organisation

55%

Grievance handling 10

I have confidence in the ways my organisation handles grievances

55%

Feedback and performance management 5i

My manager appropriately deals with employees who perform poorly

66%

Teamwork and collaboration 7c

There is good co-operation between teams across my organisation

70%

0-49%

PMES 2021 | NM0500028 | Investigations & Emergency Response

difference from

2020

-4%

+3%

+1%

-3%

-3%

difference from

2020
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These are the most
and least improved
questions between
survey years.

Consider why these
scores have shifted.
Was it due to actions
you took in response
to last year’s survey
results or something
else?

Most and least improved questions

© Most improved questions

Action on survey results 9 I am confident my organisation will act on the results of this survey

Learning and development 3g lam sf';\tls_fled with the opportunities available for career development in my
organisation

Inclusion and diversity / Senior 69 Senior managers support the career advancement of women

managers

Recruitment 79 My organisation generally selects capable people to do the job

Teamwork and collaboration 7¢c There is good co-operation between teams across my organisation

2021

% favourable

70%

@ Least improved questions

Employee voice S5e My manager involves my workgroup in decisions about our work

Risk and innovation 1 | am comfortable notifying my manager if | become aware of any risks at work
Customer service / Senior managers 6d Senior managers communicate the importance of customers in our work
Flexible working 8g ?ﬁ:n;a;t:sfeiﬁ?s?re you with your ability to access and use flexible working
Flexible working 8h My manager supports flexible working in my team

0-49%

PMES 2021 | NM0500028 | Investigations & Emergency Response

<=-5%

2021

% favourable

difference from

2020

difference from

2020

-5%

-4%

-3%

-3%

-3%
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The key driver
analysis identifies
questions with the
strongest influence
on your employee
engagement.

Key drivers are split
into strengths (high
correlation, high
score) and priorities
(high correlation,
low score). Look for
ways to maintain

your strengths and
improve your
priorities.

Key drivers

2021

Topic Key driver questions Action
% favourable

Customer service 1K | am empowered to make thg decisions needed to help 830/ Maintain
customers and/or communities o

Wellbeing 8d  There are people at work who care about me 85% Maintain

Senior managers 6b Senior managers model the values of my organisation 83% Maintain

. My organisation generally selects capable people to do o .

Recruitment 79 the job 77/0 Maintain

Health and safet 7 There are effective resources in my organisation to 910 Maintain
y “ support employee wellbeing %

Role clarity and support 1o | get the support | need to do my job well 91% Maintain

r = below privacy cut-off
Page 08
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Results by topic

Discover more about your results
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2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Employee Employee engagement (total score)*
engagement is

about a person’s 7i | would recommend my organisation as _ 8 .
connection to their 2 great place to work

organisation. ltis a K !'am proud to tell others | work for my _ 13 .
global measure of organisation

employee

g , | feelastrong personal attachment to _ 11 .
experience. my organisation
Many factors 2m My organisation motivates me to help it _ 11 .
. achieve its goals

influence

engagement: My organisation inspires me to do the

. 7n best i ‘b 15
leadership, a estinmy jo
pOSitiVG and *See 'Additional information about the survey' for more details on how we calculate the
inclusive WOI’k employee engagement score.

culture, manager
support,
accountability and
flexible work to
name a few.

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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on H | q think . ; ; i ; sation? 2021 difference from difference from difference from difference from
n How long do you think you will continue to work in your current organisation? % respondents 2020 Sector Cluster Parent
. Less than 1 - = - -
Intention to stay ess Than Tyear i
refers to a,n . 1year to less than 2 years r - - - -
employee’s desire
and willingness to 2 years to less than 5 years r - - - -

remain with their
current organisation. 5 years to less than 10 years 27% r +2% +29 -4

Intention to stay can

many aspects of
employee
experience,
including
engagement.

More than 20 years r - - - -

Intention to stay is a

leading indicator for
turnover. However,
intention doesn’t
always translate into
action.

r = below privacy cut-off
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2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Like employee Job satisfaction (total score)

engagement, job
satisfaction is a 19 My job gives me a feeling of personal

accomplishment
global measure of
employee 1 | feel motivated to contribute more than _ 17 I
experience_ While what is normally required at work
employee

operates at the
organisational level, n | find my life at work fulfilling _ 1 I
job satisfaction
operates at the job
or role level.

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent

We”be|ng means Wellbeing (total score)
feeling good,
functioning well, and y | can keep my work stress at an _ 11
experiencing acceptable level
satisfaction and o
fulfilment in work Im In general, my sense of wellbeing is... 1
and life. oy There are people at work who care _ =

about me

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Customer means Customer service (total score)

+3% -1%

the people who you
or your organisation 1K

I am empowered to make the decisions
needed to help customers and/or
communities

+4% -3%

provide a service to.

2d

People in my workgroup can explain
how their work impacts customers

2e

My workgroup considers customer
needs when planning our work

6d

Senior managers communicate the
importance of customers in our work

7h

The processes in my organisation are
designed to support the best experience
for customers

7i

My organisation meets the needs of the
communities, people, and/or businesses
of NSW

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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An employee has
role clarity when
they understand
their goals, how to
achieve these goals,
and how the goals
link to broader
strategy.

Even when an
employee does
have role clarity,
they need the right
support to deliver.
Support can come in

the form of time,
tools and
technology, and
training.

Role clarity and support

Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Role clarity and support (total score)

Ta

| understand what is expected of me to
do well in my job

| get the support | need to do my job

1o
well

1 I have the tools and technology to do
my job well

1d | have the time to do my job well

Ze My performance is assessed against
clear criteria

2 | have received the training and

development | need to do my job well

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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In addition to role
clarity and support,
employees are likely
to feel more
satisfied with their
job when there is a
clear sense of
purpose and when it
is enriched with
characteristics such
as skill variety,
autonomy, and
feedback.

PMES 2021 | NM0500028 | Investigations & Emergency Response

Job purpose and enrichment

Purpose and direction

difference from difference from difference from difference from

2020 Sector Cluster Parent

2021

% favourable

Job purpose and enrichment (total score)

Te

My job gives me opportunities to use a
variety of skKills

| have a choice in deciding how | carry
out day to day work tasks

3d

In the last 12 months, | have received
feedback to help me improve my work

5j

My manager communicates how my role

purpose

Neutral
50-74%

+/- 5%

r = below privacy cut-off

Page 16



people ik and innovation

atter Purpose and direction

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent

Risk refers to the Risk and innovation (total score) +29
effect of uncertainty
i iavi | am comfortable notifying my manager
I aChIeYIng work L if | become aware of any risks at work _ I +2%
goals. Risk can

My manager encourages people in my
rellate t.O I}y 5a workgroup to keep improving the work _ I +3%
things in the they do
workplace.

sp My manager encourages me to learn _ 8 I + 3o

from my mistakes ©

Innovation means
H My organisation is making

Creatmg new and /a improvements to meet future challenges _ 9 . O%

better products,
processes services,
and technologies to
improve outcomes
for the people of
NSW.

A healthy risk
appetite can help
foster innovation.

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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Work health and
safety (WHS)
involves the
management of
risks to the health
and safety of
everyone in your
workplace. Health
refers to both
physical and
psychological
health.

PMES 2021 | NM0500028 | Investigations & Emergency Response

Health and safety

Work environment

difference from difference from difference from difference from

2021 2020 Sector Cluster Parent

% favourable

Health and safety (total score)

0% -4%

| am confident work health and safety

-7% -10%

7P issues | raise will be addressed promptly _ 15
There are effective resources in my

wellbeing

- Neutral Unfavourable

r = below privacy cut-off

50-74%

<=-5% +/- 5%
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2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

. . | have confidence in the ways my
A grievance Is any 10 organisation handles grievances _ 23 23 55% -- _8% -10%
type of problem,

concern, diSpUte, or *See p.35 for related results on negative workplace behaviours.
complaint related to

work or the work
environment which
cannot be resolved
through usual
communication.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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atter Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

An inclusive Inclusion and diversity (total score)

workplace is one
where all employees 2¢
can participate and

People in my workgroup treat each
other with respect

contribute. It is one

Senior managers support the career 13
advancement of women

My organisation respects individual
differences (e.g. cultures, working styles, _ 8 I

backgrounds, ideas)

Personal background is not a barrier to
cultural background, age, disability,

sexual orientation, gender)

view to others in my organisation

69
where everyone
feels valued,
accepted, and 8a
supported to thrive
at work. 8b
8c
8e

| feel that | belong in my organisation _ .

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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Delivering for the
people of NSW
requires agencies to
work together and
share knowledge
internally and with
other sectors.

Well executed
collaboration
enables agencies to
share knowledge
ideas, resources,
skills, networks, and
assets, leading to

better outcomes for
customers.

Teamwork and collaboration

Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Teamwork and collaboration (total score)

2a

My workgroup works collaboratively to
achieve its goals

2b

There is good team spirit in my
workgroup

6¢C

Senior managers promote collaboration
between my organisation and other
organisations we work with

There is good co-operation between
teams across my organisation

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people . ible working

atter Work environment

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Flexible working is Flexible working (total score) -2%

about rethmkmg How satisfied are you with your ability

Where, When, and 8g to access and use flexible working _ _2%

how people work, in arrangements?

ways that maintain sh My manager supports flexible working in _ _-Icy
(o)

or improve service my team
delivery for the
people of NSW.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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eople
paptter Use of flexible working

2021 difference from difference from difference from difference from
% respondents 2020 Sector Cluster Parent

r - - - -

8f Type of flexible working

Flexible Working is Flexible start and finish times

about rethinking
where, when, and

Working more hours over fewer days

i Working additional hours to make up for
ways that maintain
or improve service Flexible scheduling for rostered workers r - - - -
delivery for the
people of NSW. Part-time work r - - - -
Job sharing r - - - -

Working from different locations

53% -3%
94« +3%

Working from home

Purchasing annual leave r - - - -
Leave without pay r - - - -
Study leave r - - - -
Other r - - - -
None of the above r - - - -

r = below privacy cut-off
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people Recruitment

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

0%

Recruitment refers Recruitment (total score) 65%
to the process of
53%

attracting, ¢ | have confidence in the way recruitment _ 28 19
decisions are made

screening, and

onboarding people. My organisation generally selects
79 : n n
capable people to do the job

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off

Page 24
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people Learning and development

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Access to |eaming Learning and development (total score)
and development

| have received the training and
programs helps 3f development | need to do my job well _ 3 I
employees achieve
their performance | am satisfied with the opportunities
3g available for career development in my _ 8 -
and career goals. organisation
Learning and 7o My organisation is committed to _ I
development also developing its employees
help agencies to
grow the right
employee
capabilities to
deliver business
outcomes.

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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Having a mobile
workforce makes it
easier to redeploy
resources to match
priorities and
respond to emerging
issues.

Mobility is regarded
as one of the best
ways to develop
leadership
capability, provide
enriching careers,

and build and retain
‘know how’ in an
organisation and the
NSW public sector
more broadly.

Mobility

3h Are you currently looking, or thinking about looking, for a new role within the
NSW public sector but outside of your current workplace to broaden your
experience?

2021

% respondents

Yes

23%

No

77%

difference from

2020

difference from
Sector

difference from difference from
Cluster

Parent

3i Are there barriers preventing you from moving to another role? If so, what are
they?

-15% -19%

-5%

Lack of visible opportunities

Lack of promotion opportunities - 23% -8% -4y O% _2%
Lack of support from my manager / r _ _ _ _
supervisor

Geographic location considerations - 25% -]5% +'|% -I

Personal / family considerations

Insufficient training and development

Lack of required capabilities or
experience

Lack of support for temporary
assignments / secondments

The application / recruitment process is
too cumbersome or time consuming

Other

There are no major barriers to my career
progression

<=-5%

PMES 2021 | NM0500028 | Investigations & Emergency Response

r = below privacy cut-off

Page 26



people Pay

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

) o pald falrly ror theworklde _ 13 9 --- +4% -5%

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people Recognition

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Recognrnon |nvo|ves Recognition (total score)
recognising

contributions and
achievements in the 70 | receive adequate recognition for my
Workplace through contributions from my organisation
formal and informal

channels.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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people Feedback and performance management

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

.. . Feedback and performance management
Underpmnmg a hlgh (total score)

performance culture

is an effective 3d

system for

managing individual, Ze My perf_orrr_\ance is assessed against
clear criteria

team, and

organisationa| s, My manager encourages me to learn

performanoe from my mistakes

. My manager appropriately deals with _ 28 I
o employees who perform poorly 66%

In the last 12 months, | have received
feedback to help me improve my work

202" difference from difference from difference from difference from

2020 Sector Cluster Parent

Performance management process

% respondents

I have a performance and development

3a plan that sets out my individual goals

2b | have informal feedback conversations
with my manager

| have scheduled feedback

3c . .
conversations with my manager

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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Leadership is key in
setting direction,
executing strategy,
shaping culture and
capability, inspiring
purpose, and
delivering results.

The term ‘senior
managers’ refers to
the group of senior
managers in your
organisation, not an
individual manager.

Senior managers
Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Senior managers (total score)

6a

Senior managers provide clear direction
for the future of the organisation

6b

Senior managers model the values of my
organisation

6¢C

Senior managers promote collaboration
between my organisation and other
organisations we work with

6d

Senior managers communicate the
importance of customers in our work

6e

Senior managers keep employees
informed about what's going on

6f

Senior managers listen to employees

69

Senior managers support the career
advancement of women

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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Decision making is
the process of
making choices by
identifying a
decision, gathering
information, and
assessing
alternative
resolutions.

Accountability is one
of the four core
NSW public sector
values. It is about
taking responsibility

for decisions and
actions.
Accountability can
add meaning to
work and foster
engagement.

Decision making and accountability
Leadership

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Decision making and accountability (total
score)

| have confidence in the decisions my
manager makes

People in my organisation take
responsibility for their own actions

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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Effective
communication is
proactive and timely
and focuses on the
most important
points. What do
employees need to
know and how does
it affect them?

Communication and change management
Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Communication and change management
(total score)

with me

6a Senior managers provide clear direction _ 15 I
for the future of the organisation

Senior managers keep employees
6e ) ! il
informed about what's going on

b organisation 19 55%

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people Employee voice

atter Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

SRR [Vl Emplovee voice (total score) +1%
feel like they can
speak up and be 5b My manager listens to what | have to say _ I +1%
heard shifts the
employee-employer 5q My manager encourages and values _ I +3
relationship from a employee input °
transaCtlpnal one to My manager involves my workgroup in
an effective, € decisions about our work _ I +3%
dynamic one.
6f Senior managers listen to employees _ 13 . ‘ -1%
% Leniesnermmyaremomon NS B +1o

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people A tion on survey results

atter Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

’ o !am confident my organisation will act _ 9 M
To Improve on the results of this survey
employee

experience, leaders
at all levels should
take on board
employee feedback
and act on the
survey results.

Employees can
become disengaged
if they are asked
their opinion and
then no action takes
place as a result.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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atter Negative workplace behaviours

In the last 12 ths. h 2021 difference from difference from difference from difference from
1 Ehe fast 1€ Months, have Yot % respondents 2020 Sector Cluster Parent
been aware of any misconduct in your
In NSW public organisation r - - - -
sector_, we are witnessed bullying r - - - -
committed to
reducing and experienced bullying r - B B B
preventing negative
Workplace witnessed sexual harassment r - - - —
behaviours such as
misconduct experienced sexual harassment r - - - -
bullying, sexual heed threat eical b
experience reats or sical harm - - - -
harassment, threats P phy r
O!’ ph.ysllcal_harm’ experienced discrimination r - - - -
discrimination, and
racism. experienced racism r - - - -

Definitions

- Misconduct: behaviour that is unethical or illegal, or that breaches your organisation’s code of conduct

- Bullying: repeated unreasonable behaviour directed towards a worker or group of workers

- Sexual harassment: unwelcome behaviour of a sexual nature that may make a person feel offended, humiliated, or intimidated

- Discrimination: when a person, or a group of people, is treated less favourably than another person or group because of their background or certain personal characteristics

- Racism: prejudice, discrimination or hatred directed at someone because of their colour, ethnicity or national origin

r = below privacy cut-off
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Results by child unit and demographic group

Discover if employees in different groups have different views

PMES 2021 | NM0500028 | Investigations & Emergency Response Page 36



people

atter

This is a snapshot of
survey takers.

Use the snapshot to
see if the survey
takers are
representative of
your organisation or
team.

Respondent profile snapshot

Gender

Male
Female
Non-binary

Prefer not to say

% respondents

38
49
r

r

LGBTIQ+

Yes
No

Prefer not to say

% respondents

r
85

r

Age

15-34 years
35-54 years
55+ years

Prefer not to say

58

LOTE spoken at home
Yes
No

Prefer not to say

77

Employment status
Senior executive
Ongoing / permanent
Temporary

Casual
Contract-non-executive
Labour hire

Other

Don't know

Type of work
Service delivery involving direct
contact with the public

Other service delivery work
Administrative support
Corporate services

Policy

Research

Program and project management
support

Legal
Other

% respondents

61

Aboriginal and/or Torres Strait Islander

Yes
No

Prefer not to say

79

Working arrangement
Full-time

Part-time

96

Disability
Yes
No

Prefer not to say

77

PMES 2021 | NM0500028 | Investigations & Emergency Response

r = below privacy cut-off

Organisation tenure

Less than 1 year

1year to less than 2 years

2 years to less than 5 years

5 years to less than 10 years
10 years to less than 20 years
More than 20 years

Salary

$85,743 and below
$85,744 - $111,076
$11,077 - $148,577
$148,578 and above

Prefer not to say

40
38
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atter Selected key topic results by child unit

This page cannot be shown due to privacy reasons.

This shows some
key topic scores for
the organisational
units that sit one
level below the
report unit. These
units are called child
units.
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Employee engagement

atter Selected key topic results by select demographics

Report total

Wellbeing

Role clarity and support

Inclusion and diversity

Teamwork and
collaboration

Learning and development

Senior managers

Communication and
change management

Employee voice

At least 5 percentage points
lower than report unit

35-54 years

)
= o)
4+ > © >
wn b= o c
n v = > [l
0 9 ko) = ‘_53
et © n
S | 58| & | 5| 22| &
2 = @ T -0 | xuW 0
S | %8| g | 25| %8s | =
i S5 £ 2m og <
CC) T 5 ; ;LD w 5 r?
> < € [0) - O N
c © - Q <2 —
8 . = g
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o
r r r r r r
r r r r r r
r r r r r r
r r r r r r
r r r r r r
r r r r r r
r r r r r r
r r r r r r
r r r r r r

Within 5 percentage
points of the report unit

At least 5 percentage points

higher than report unit

55+ years

r = below privacy cut-off
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Employee engagement 78 76 r r r r r r r r
Wellbeing 84% 83% r r r r r r r r
Role clarity and support 86% 89% r r r r r r r r
Inclusion and diversity 88% 92% r r r r r r r r
Teamwork and
. 86% 87% r r r r r r r r
collaboration
Learning and development | 86% 87% r r r r r r r r
Senior managers 85% 86% r r r r r r r r
Communication and
78% 77% r r r r r r r r
change management
Employee voice 88% 89% r r r r r r r r
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit - higher than report unit r = below privacy cut-off
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. 86% r r r r 88% r
collaboration
Learning and development | 86% r r r r 78% r
Senior managers 85% r r r r 86% r
Communication and
78% r r r r 76% r
change management
Employee voice 88% r r r r 91% r
At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit - higher than report unit r = below privacy cut-off
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collaboration
Learning and development | 86% r r 78% r r r r
enior managers b r r b r r r r
S 85% 80%
Communication and
78% r r 75% r r r r
change management
Employee voice 88% r r 89% r r r r

At least 5 percentage points

lower than report unit
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Within 5 percentage

points of the report unit

At least 5 percentage points
higher than report unit

r = below privacy cut-off
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At least 5 percentage points Within 5 percentage At least 5 percentage points _ . ~
lower than report unit points of the report unit - higher than report unit r = below privacy cut-off
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Additional information about the survey

Discover more about how the survey works and how to act on results
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The People Matter Employee Survey provides an important opportunity for almost 400,000 people to have a say about their
workplace and to help make the public sector a better place to work.

The survey asks employees about their experiences with their work, workgroup, managers, and organisation. Their experiences are
grouped into management practices and reported under 4 domains:

 Purpose and direction
e Work environment

* Enabling practices

* Leadership

All of these practices positively contribute towards employee and organisational outcomes, including employee engagement, job
satisfaction, wellbeing, and customer service.

Purpose and direction Work environment

Enabling practices Leadership Outcomes

Role clarity and . . Employee
support Health and safety Recruitment Senior managers engagement
Job purpose and Learning and Decision making and

Grievance handling

enrichment development accountability

Inclusion and Communication and

Risk and innovation . . Pay
diversity change management

Job satisfaction

Teamwork and

collaboration Recognition Employee voice Wellbeing
Feedback and Action on surve
Flexible working performance y Customer service

results
management

PMES 2021 | NM0500028 | Investigations & Emergency Response Page 45



people S
atter Interpretation guide

Privacy

Responses from individual employees are confidential. Strict
rules protect privacy at every stage of the survey process. These
reports only show the results for a group of employees (i.e. a
workgroup or demographic group) when there are 10 or more
responses for the group.

% favourable calculation

Most scores are shown as % favourable, which is the sum of the
‘strongly agree’ and ‘agree’ percentages.

Strongly e . Strongly
- agree nor | Disagree o
disagree

% favourable scores are colour coded based on these ranges:

Difference scores are shown where available. Differences are
colour coded based on these ranges:

= +/- > -

Generally, topic level comparisons are not shown when less than
50% of the questions are comparable.

Unfavourable

Difference scores

PMES 2021 | NM0500028 | Investigations & Emergency Response

Rounding

Results are presented as whole numbers for ease of reading. Values
are rounded down if their first decimal number is less than 5. Values
are rounded up if their first decimal number is equal to or greater
than 5. Due to rounding, results will not always add up to 100%.
Difference scores may appear to be slightly different to values derivec
from subtracting rounded numbers, usually within 1%.

Employee engagement score calculation

Each person who answered all five employee engagement questions
gets an employee engagement score. Each answer is assigned a score
as follows:

100 to ‘strongly agree’

75 to ‘agree’

50 to ‘neither agree nor disagree’
25 to ‘disagree’

O to ‘strongly disagree’

The employee’s engagement score is calculated as the average of the
5 gquestion scores. Employees’ scores are then averaged to calculate a
team or organisation engagement score.

Key driver analysis

Experience tells us that a successful response to survey results
requires focus on key priorities. The key driver analysis, which uses
statistical techniques including Pearson’s correlation analysis,
identifies individual questions with the strongest influence on your
employee engagement score.

Key drivers are split into strengths (high correlation, high score) and

priorities (high correlation, low score). You are recommended to look
for ways to maintain your strengths and improve your priority areas.
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atter Action planning

We are all responsible for building a world class public service. Improving employee experience is a way to work towards this goal.

Survey communication and action planning: Leaders are encouraged to share and discuss survey results with employees, and start
thinking about actions using the template below. In addition to PMES results, you should consider work context and internal business
data (e.g. turnover data). You should implement and monitor your plan, either on its own or as part of a broader organisational
improvement strategy.

INVESTIGATE FURTHER
CELEBRATE Q WITH OUR TEAMS OPPORTUNITIES
The things we do well: Are there any other opportunities coming out of Areas we need to focus on and turn into action
the results that we want to explore further? plans:
RESOURCES TARGET / SUCCESS
PRIORITISE 3 AREAS FOR ACTION TIMESCALES OWNER REQUIRED MEASURE
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2021 Erdicyee survey

Organisational Unit Report Response rate:

WHS - Metro

Parent unit: Compliance & Dispute Resolution

Survey period: 23 August to 17 September 2021
Completed surveys: 30

Response rate: 57%

¥ | Publi
PMES 2021 | NM0500022 | WHS - Metro “'“‘" ngv;ge ENEINE

Commission
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NSW public sector
» Customer Service

This shows where

Eﬂggiﬁ;’;tyg“‘““s in » Department of Customer Service

organisational

hierarchy. » Better Regulation

» Compliance & Dispute Resolution
» WHS - Metro
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High level results

Discover key results and patterns
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These are the %
favourable scores for
key survey topics.
Each topic relates to
an area of employee
experience.

&

We've flagged the
top 3 (*) and bottom
3 (!) topics for you.
Use these topics as
a starting point for
exploring your
results.

Role clarity and
support

66%

2020 -2 (69%)

Job purpose and
enrichment

74%

2020 =

Risk and
innovation

73%

2020 +1 (71%)

PMES 2021 | NM0500022 | WHS - Metro

Health and safety

62%
2020 -
Grievance
handling °
30%
2020 -1 (31%)

Inclusion and
diversity

68%

2020 -2 (70%)

Teamwork and
collaboration

63%

2020 -8 (71%)

Flexible working

93%

2020 -4 (98%)

atter Headline results for key topics

Purpose and direction Enabling practices Leadership

Recruitment o

30%

2020 -8 (38%)

Learning and
development

56%
2020 +6 (50%)
Pay
80%
2020 +4 (76%)

Recognition

72%

2020 =

Feedback and
performance
management

60%

2020 0 (60%)

Senior managers

51%

2020 +2 (49%)

Decision making
and accountability

60%

2020 -5 (65%)

Communication
and change
management

47%

2020 -2 (49%)

Employee voice

71%

2020 +1 (69%)

Action on survey P
results

23%

2020 -5 (28%)

Employee
engagement

55

2020 -3 (57)

Job satisfaction

70%
2020 +1 (69%)
Wellbeing
64%
2020 +1 (63%)

Customer service

71%

2020 +12 (59%)

0-49% | 50-74% | 75-100%

r = below privacy cut-off
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atter Highest and lowest questions

- " - difference from
© Questions with the highest favourable scores 2021 2020
% favourable

These are the Flexible working 8h My manager supports flexible working in my team +2%
queStionS with the How satisfied are you with your ability to access and use flexible working
highest and |OWeSt % FIeXibIe Working 89 arrangements? _1 O%
favourable scores. %
favourable is based Risk and innovation 1l | am comfortable notifying my manager if | become aware of any risks at work -89
on the respondents
}g’[:gr?gellfgtgerie' or Customer service 2d People in my workgroup can explain how their work impacts customers -
'agree’.

Employee voice 5b My manager listens to what | have to say —6%

2021 difference from

@ Questions with the lowest favourable scores 2020
% favourable

g]c;r:g:r;i;ittion and change 7b Change is managed well in my organisation 17% -6%
Recruitment 7f I have confidence in the way recruitment decisions are made 20% —1 3%
Action on survey results 9 I am confident my organisation will act on the results of this survey 23% -5%
Grievance handling 10 | have confidence in the ways my organisation handles grievances 30% -]%

Learning and development 3g | am satisfied with the opportunities available for career development in my 33% '8%

organisation

PMES 2021 | NM0500022 | WHS - Metro Page 06



people . .
atter Most and least improved questions

- - 2021 difference from
© Most improved questions o o 2020

Learning and development / Role clarity 3
These are the most and support

and Ie.aSt Improved Inclusion and diversit 8a My organisation respects individual differences (e.g. cultures, working styles,
queStlonS between Y backgrounds, ideas)

survey years.

| have received the training and development | need to do my job well

Learning and development 7e My organisation is committed to developing its employees 57%
Consider why these
SCOFGIS have Shlft.ed' Customer service / Senior managers 6d Senior managers communicate the importance of customers in our work
Was it due to actions
you took in response
to last year’s survey Senior managers 6b Senior managers model the values of my organisation 47%
results or something
else?

. » difference from
@ Least improved questions 2021 2020
% favourable

Feedback and performance
management / Job purpose and 3d In the last 12 months, | have received feedback to help me improve my work 6 O% —'I 3%
enrichment

Decision making and accountability 7d People in my organisation take responsibility for their own actions 40% —'| 3%
Recruitment 7f | have confidence in the way recruitment decisions are made 20% —] 3%
Customer service 7i mgvc\)/rganisation meets the needs of the communities, people, and/or businesses of 47% _-I-I%
Role clarity and support 1o | get the support | need to do my job well 6 O% -TI%

PMES 2021 | NM0500022 | WHS - Metro Page 07



people

atter Key drivers

Topic Key driver questions 2021 Action

% favourable

The key driver

= o Communication and change Senior managers provide clear direction for the future
o)
analy.SIS Ideﬂtlfles management / Senior managers 6a of the organisation 40 % Improve
questions with the
strongest influence
on your employee e/ Sen
engagement. Employee voice / Senior , , o
gag managers of Senior managers listen to employees 374 Improve
Key drivers are split
into strengths (high
correlation, hllgh_ . Grievance handling 10 I h.ave confidence in the ways my organisation handles 30% Improve
score) and priorities grievances
(high correlation,
low score). Look for
ways to maintain : : : My organisation is making improvements to meet future
your strengths and Risk and innovation 7a challenges 37% Improve
improve your
priorities.
| am confident work health and safety issues | raise will
1)
Health and safety 7p be addressed promptly 601) Improve
Senior managers 6b  Senior managers model the values of my organisation 47% Improve

r = below privacy cut-off
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eople
l:)maptter

Results by topic

Discover more about your results
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people
atter Employee engagement

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent

Employee Employee engagement (total score)* 55 -3 -12 -19 -12
engagement is

J . | would recommend my organisation as
?Oaroﬁte?ti%?]rfoo?hseir /I 4 great place to work 47 17 37 47% -8% -20% -33% -24%
organisation. Itis a | am proud to tell others | work for my
global measure of 7K organisation 2! 7 - S7% +4% -17% ~24% -13%
emplo_yee | feel a strong personal attachment to
experience. 7! my organisation 60 10 60% +3% -5% -8% -4%

M isati tivat to help it

Many factors m Mo nonsesoeoreo: SR o7 [NEOMN | A3B% |+ | 6w | 29% | -17x
Influence
engagement: My organisation inspires me to do the
leadership, a "™ bestin my job 2/ 27 2/ 37% -3% “24% -36% -21%

pOSitive and *See 'Additional information about the survey' for more details on how we calculate the
inclusive WOI’k employee engagement score.

culture, manager
support,
accountability and
flexible work to
name a few.

Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%

r = below privacy cut-off
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people

atter Intention to stay

19n H | d think " i ¢ K ¢ sation? 2021 difference from difference from difference from difference from
n How long do you think you will continue to work in your current organisation? % respondents 2020 Sector Cluster Parent

. Less than 1 - - - -
Intention to stay ees han Tyear r
refers to a,n . 1year to less than 2 years r - - - -
employee’s desire
and Wi||ingneSS to 2 years to less than 5 years r - - - -
remain with their
current organisation. 5 years to less than 10 years r _ _ _ _
Intention to stay can
be influenced by 10 years to less than 20 years r - - - -
many aspects of

More than 20 years r - - - -

employee
experience,
including
engagement.

Intention to stay is a

leading indicator for
turnover. However,
intention doesn’t
always translate into
action.

r = below privacy cut-off
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people

atter

Like employee
engagement, job
satisfaction is a
global measure of
employee
experience. While
employee
engagement
operates at the
organisational level,
job satisfaction
operates at the job
or role level.

PMES 2021 | NM0500022 | WHS - Metro

Job satisfaction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Job satisfaction (total score) 70% +1% +1% -5% +2%

My job gives me a feeling of personal

| feel motivated to contribute more than
1 what is normally required at work _ 7 27 67% +1% -4% -11% -2%
W1 am satsid with my ot I o[
n | find my life at work fulfilling _ 27 17 57% +7% -3% -10% -39

- Neutral Unfavourable

r = below privacy cut-off

50-74%

<=-5% +/- 5%
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people

atter Wellbeing

We”be|ng means Wellbeing (total score)

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
64% +1% -5% -1% -5%

feeling good,
functioning well. and i | can keep my work stress at an

) : ’ I acceptable level
experiencing

e o [ 63% 0% +2% -8% -2%

satisfaction and
fulfilment in work

Tm In general, my sense of wellbeing is...

B o B 60%  +4x 3 | 8| -3

and life. There are people at work who care

&d about me

DO v [ 70%  Ox | A8k 7% -l

PMES 2021 | NM0500022 | WHS - Metro

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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att r Customer service

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Customer means Customer service (total score)

the people who you
or your organisation 1K

I am empowered to make the decisions
needed to help customers and/or
communities

provide a service to.

2d

People in my workgroup can explain
how their work impacts customers

2e

My workgroup considers customer
needs when planning our work

6d

Senior managers communicate the
importance of customers in our work

7h

The processes in my organisation are
designed to support the best experience
for customers

7i

My organisation meets the needs of the
communities, people, and/or businesses
of NSW

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people

atter

An employee has
role clarity when
they understand
their goals, how to
achieve these goals,
and how the goals
link to broader
strategy.

Even when an
employee does
have role clarity,
they need the right
support to deliver.
Support can come in

the form of time,
tools and
technology, and
training.

Role clarity and support

Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Role clarity and support (total score) 66% -2% -o%

Ta

| understand what is expected of me to
do well in my job

b

| get the support | need to do my job
well

I have the tools and technology to do
my job well

d

| have the time to do my job well

3e

My performance is assessed against
clear criteria

3f

| have received the training and
development | need to do my job well

Neutral

50-74%

+/- 5%

r = below privacy cut-off
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people

atter

In addition to role
clarity and support,
employees are likely
to feel more
satisfied with their
job when there is a
clear sense of
purpose and when it
is enriched with
characteristics such
as skill variety,
autonomy, and
feedback.

PMES 2021 | NM0500022 | WHS - Metro

Job purpose and enrichment

Purpose and direction

difference from difference from
Cluster Parent

difference from
Sector

difference from

2021 2090

% favourable

Job purpose and enrichment (total score)

+2% -3% -3%

74% -

My job gives me opportunities to use a

+1%

-2%

-1%

le variety of skKills
1% | have a choice in deciding how | carry

out day to day work tasks

In the last 12 months, | have received

’ - (o) - (o) - (o) - (o)

3d feedback to help me improve my work 60% 13A SA’ 14%’ TIA’

My manager communicates how my role
5j contributes to my organisation’s _ 10 17 73% - -5 O%

purpose

- Neutral Unfavourable
r = below privacy cut-off
Page 16



people ik and innovation

atter Purpose and direction

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Risk refers to the Risk and innovation (total score) 73% +79% -2 -4
effect of uncertainty

in achieving work ;i |'am comfortable notifying my manager _ 7 .
goals Risk can if | become aware of any risks at work
. My manager encourages people in my

:fe]lll’a]ées ticr)] ?;]aeny 5a workgroup to keep improving the work _ 10 .
they do
workplace.

My manager encourages me to learn

5h from my mistakes 13

Innovation means
Creating new and 7 My organisation is making - 30 -

improvements to meet future challenges
better products,
processes Services,
and technologies to
improve outcomes
for the people of
NSW.

A healthy risk
appetite can help
foster innovation.

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people i .ith and safety

atter Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Work health and Health and safety (total score) 62% - -12% -23% -13%

safety (WHS)

i | am confident work health and safety
involves the 7P issues | raise will be addressed promptly 30 60% - -16% -26% -14%
management of

I o
; There are effective resources in m
SO - ool S v B 63% - | || -2l || i
everyone in your
workplace. Health
refers to both
physical and
psychological
health.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%

PMES 2021 | NM0500022 | WHS - Metro Page 18



people  icvance handling

atter Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

A grievance is any 0 e e SO 40 30 30% -1% -16% -33% -12%
type of problem,
concern, dispute, or
complaint related to
work or the work
environment which
cannot be resolved
through usual
communication.

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people . iusion and diversity

atter Work environment

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

An inclusive Inclusion and diversity (total score) 68% -2% -69% -159% -9Qy
workplace is one

People in my workgroup treat each
\év;:;ea?tlil:ieprgfelog:des %S other with respect <0 L 80% -8% -1% -11% -8%
contribute. It is one Senior managers support the career
where everyone 69 Ldvancement of women 50 33 7 50% -10% -13% -25% -14%
feels valued, My organisation respects individual
accepted, and 8a differences (e.g. cultures, working styles, 80 7 13 80% +13% +79% -Oy -4

backgrounds, ideas)
Personal background is not a barrier to
participation in my organisation (e.g. 77 20
80 litural background, age, disability, 77% +2% -4% 12% 7%
sexual orientation, gender)

8c | can speak up and share a different 60 17 23 60% O% _9% _19% _]2%

view to others in my organisation

supported to thrive
at work.

8e | feel that | belong in my organisation 63 20 17 63% - -7% -16% -9y

Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%

r = below privacy cut-off
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people  1..nwork and collaboration

atter Work environment

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent

Delivering for the Teamwork and collaboration (total score) 63% -8% -5 -159% -7%
people of NSW

i i My workgroup works collaboratively to
553:&222:%2?2?\3 to 2a achieve its goals 73 1017 73% '10% '6% '13% '9%
share knowledge There is good team spirit in my
. . 2b 77 1013 0 -Qo +7o -Qo -Zo
internally and with workgroup 77% 9% 1% 9% 3%
other sectors. Senior managers promote collaboration

6¢ between my organisation and other 60 20 20 60% -89 +3% -10% -4y

organisations we work with

Well executed
; There is good co-operation between

g?w!%?gga;ger]ncies to 7 teams across my organisation 40 27 33 40% -8% -17% -29% -14%

share knowledge

ideas, resources,

skills, networks, and

assets, leading to

better outcomes for
customers.

Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%

r = below privacy cut-off
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people . ible working

atter Work environment

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

Flexible Working is Flexible working (total score)

about rethmkmg How satisfied are you with your ability

where, when, and 8g to access and use flexible working _ 10
how people work, in arrangements?

ways that maintain gn My manager supports flexible working in _
or improve service my team

delivery for the
people of NSW.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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eople
paptter Use of flexible working

8F T ¢ Flexibl Ki 2021 difference from difference from difference from difference from
ybe ot fiexible working % respondents 2020 Sector Cluster Parent

about rethmkmg Working more hours over fewer days r - - - -

where, when, and

how people work. in Working additional hours to make up for

. . time off r - - - -

ways that maintain

or improve service Flexible scheduling for rostered workers r - - - -

delivery for the

people of NSW Part-time work r - - - -
Job sharing r - - - -
Working from different locations r - - - -
Purchasing annual leave r - - - -
Leave without pay r - - - -
Study leave r - - - -
Other r - - - -
None of the above r - - - -

r = below privacy cut-off
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people Recruitment

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent
Recruitment refers Recruitment (total score) 30% -8% -18% -30% -18%
to the process of
attractlpg, 7 ljf;i;/jocnosn;:’c;enr;cazlen the way recruitment 20 23 57 2 O% _13% _21% _33% _20%
screening, and
onboarding people. My organisation generally selects
/9 capable people to do the job 40 17 43 40% '3% '1 5% '28% '16%
Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%
r = below privacy cut-off
Page 24
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people Learning and development

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Access to learning Learning and development (total score) 56% -2% -10% -2%
and development
programs helps | have received the training and _ 13 10
. development | need to do my job well
employees achieve
; | am satisfied with the opportunities
their performance 3g available for career development in my - 20 47 33% -8% -17% -27% -15%

and career goals. organisation

Learning and My organisation is committed to

development also ’e developing its employees _ 17 27 57% +1% '12% '2%
help agencies to
grow the right
employee
capabilities to
deliver business
outcomes.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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people

atter Mobility

3h Are you currently looking, or thinking about looking, for a new role within the

2021 difference from difference from difference from difference from

NSW publi tor but outside of t kpl to broad
experir::]céc;sec or but outside of your current workplace to broaden your % rosmondients 2020 Sector Cluster Parent

Having a mobile ves 30% -9% -8% -12% -11%
easier to redeploy
resources to match 3i Are there barriers preventing you from moving to another role? If so, what are
priorities and they?
respond to emergin
issues ging Lack of visible opportunities _ 41% -2%
Mobility is regarded Lack of promotion opportunities - 37% O%
as one of the best Lack of support from my manager /

supervisor r - - - -
ways to develop
Ieadership Geographic location considerations r - - - -
capability, provide
enriching careers, Personal / family considerations r - - - -
and build and retain
‘know how’ in an Insufficient training and development r - - - -
organisation and the Lack of required capabilities or r _ _ _ -
NSW public sector experience
more broadly_ Lack of support for temporary r _ _ _ _

assignments / secondments

The application / recruitment process is o
too cumbersome or time consuming 41% +3 %

Other r - - - -

There are no major barriers to my career
progression

r = below privacy cut-off
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people Pay

atter Enabling practices

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

) o pald falrly forine workiee _ 10 10 - +4% -ﬁ

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people Recognition

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

72% -

RE e IR\l  Recognition (total score) -2% +3%

recognising

J My manager provides recognition for
employees 59 e mori o I
contributions and
achievements in the | receive adequate recognition for my
workplace thI’OUgh 70 ontributions from my organisation _ 7 27 57% - +4% -9% -To
formal and informal
channels.

- Neutral Unfavourable

<=-5% +/- 5%

r = below privacy cut-off
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people Feedback and performance management

atter Enabling practices

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

% favourable

.. . Feedback and performance management
Underpinning a high [N 60% O%

performance culture

R ; In the last 12 months, | have received _ 30 .

is an effective 3d feedback to help me improve my work 60%
system for
managing individual Ze My performance is assessed against

clear criteria
team, and
organisationa| s, My manager encourages me to learn

performanoe from my mistakes

My manager appropriately deals with

5i
employees who perform poorly

202" difference from difference from difference from difference from

2020 Sector Cluster Parent

Performance management process

% respondents

I have a performance and development

3a plan that sets out my individual goals

2b | have informal feedback conversations
with my manager

| have scheduled feedback

3c . .
conversations with my manager

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people Senior managers

atter Leadership

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent
R A Senior managers (total score) 51% +2% -8% -22% -13%
setting direction,
i Senior managers provide clear direction

:ﬁ:g:“;g%uslt[jarteegxa 6a for the future of the organisation 40 7 43 40% +5% -15% _30% -16%
capability, inspirin Senior managers model the values of my
purpose,)/and 5 % organisation & 30 23 47% +9% -12% ~27% -18%
delivering results. Senior managers promote collaboration

6c between my organisation and other 60 20 20 60% -8% +3% -10% -4y

organisations we work with

The term ‘senior
v Senior managers communicate the
tmhzngargi':o:‘eggﬁot? 6d importance of customers in our work 77 20 77% +9% +7% '7% +1%

managers in your Senior managers keep employees
organisation, not an 8¢ {nformed about what's going on 47 30 23 47% -1% -12% -29% -23%
individual manager.
6f Senior managers listen to employees 37 20 43 37% +9y% -13% -29% -16%
Senior managers support the career
69 Ldvancement of women 50 33 17 50% -10% -13% -25% -14%

Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%

r = below privacy cut-off

PMES 2021 | NM0500022 | WHS - Metro Page 30



people

atter

Decision making is
the process of
making choices by
identifying a
decision, gathering
information, and
assessing
alternative
resolutions.

Accountability is one
of the four core
NSW public sector
values. It is about
taking responsibility

for decisions and
actions.
Accountability can
add meaning to
work and foster
engagement.

Decision making and accountability

Leadership

difference from difference from difference from difference from

2021

% favourable 2020 Sector Cluster Parent

Decision making and accountability (total
score) N v 60% -5% 1% -15% -5%

I have confidence in the decisions m

People in my organisation take

responsibility for their own actions _ 30 30 40% -13% -10% -26% -14%

- Neutral Unfavourable
r = below privacy cut-off
Page 31
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people Communication and change management

atter Leadership

2021 difference from difference from difference from difference from

% favourable 2020 Sector Cluster Parent
. icati dch t
Evasiie Eitzrtr;rlnslir:)l'c’::) ion and change managemen 47% -9 Mo -26% -149
communication is
proactive and timely 5c VI\\’Ilisér:nnaqr;ager communicates effectively 83 10 17 83% -7% +8% -To +39%

and focuses on the
most important Senior managers provide clear direction

points. What do 6a for the future of the organisation 40 7 43 40% +5% -15% -30% -16%
employees need to Senior managers keep employees 47 20 23

know and how does 6¢ informed about what's going on 47% -1% -12% -29% -23%
it affect them?

Ch i d Ili
75 Change is managed welln my il 27 57 17% -6% -26% -4 -18%

Favourable Neutral Unfavourable
0-49% 50-74% 75-100%
<=-5% +/- 5% >= +5%

r = below privacy cut-off
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people Employee voice

atter Leadership

2021 difference from difference from difference from difference from
% favourable 2020 Sector Cluster Parent

Ensuring emp'oyees Employee voice (total score) 71% +1% +2%
feel like they can

speak up and be 5b My manager listens to what | have to say _ .

heard shifts the

employee-employer 5q My manager encourages and values _ .

relationship from a employee input

transactional one to . .
My manager involves my workgroup in

an effective, 58 decisions about our work
dynamic one.

6f Senior managers listen to employees

| can speak up and share a different

8c view to others in my organisation

Neutral
50-74%

+/- 5%

r = below privacy cut-off
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people

atter

To improve
employee
experience, leaders
at all levels should
take on board
employee feedback
and act on the
survey results.

Employees can
become disengaged
if they are asked
their opinion and
then no action takes
place as a result.

Action on survey results
Leadership

% favourable

2021 difference from difference from difference from difference from

2020 Sector Cluster Parent

| am confident my organisation will act -
9 on the results of this survey 23 53 23%

-5% -24% -449 -30%

- Neutral Unfavourable

r = below privacy cut-off

<=-5% +/- 5%
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people _ _
atter Negative workplace behaviours

In the last 12 ths. h 2021 difference from difference from difference from difference from
1 Ehe fast 1€ Months, have Yot % respondents 2020 Sector Cluster Parent
been aware of any misconduct in your
In NSW public organisation r - - - -
sector_, we are witnessed bullying r - - - -
committed to
reducing and experienced bullying r - B B B
preventing negative
Workplace witnessed sexual harassment r - - - —
behaviours such as
misconduct experienced sexual harassment r - - - -
bullying, sexual heed threat eical b
experience reats or sical harm - - - -
harassment, threats P phy r
O!’ ph.ysllcal_harm’ experienced discrimination r - - - -
discrimination, and
racism. experienced racism r - - - -

Definitions

- Misconduct: behaviour that is unethical or illegal, or that breaches your organisation’s code of conduct

- Bullying: repeated unreasonable behaviour directed towards a worker or group of workers

- Sexual harassment: unwelcome behaviour of a sexual nature that may make a person feel offended, humiliated, or intimidated

- Discrimination: when a person, or a group of people, is treated less favourably than another person or group because of their background or certain personal characteristics

- Racism: prejudice, discrimination or hatred directed at someone because of their colour, ethnicity or national origin

r = below privacy cut-off
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eople
l:)maptter

Results by child unit and demographic group

Discover if employees in different groups have different views
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people _
atter Respondent profile snapshot

This page cannot be shown due to privacy reasons.

This is a snapshot of
survey takers.

Use the snapshot to
see if the survey
takers are
representative of
your organisation or
team.

PMES 2021 | NM0500022 | WHS - Metro Page 37



people . o
atter Selected key topic results by child unit

This page cannot be shown due to privacy reasons.

This shows some
key topic scores for
the organisational
units that sit one
level below the
report unit. These
units are called child
units.

PMES 2021 | NM0500022 | WHS - Metro Page 38



people . _
atter Selected key topic results by select demographics

This page cannot be shown due to privacy reasons.
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eople
l:)maptter

Additional information about the survey

Discover more about how the survey works and how to act on results
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eople
paptter Survey model

The People Matter Employee Survey provides an important opportunity for almost 400,000 people to have a say about their
workplace and to help make the public sector a better place to work.

The survey asks employees about their experiences with their work, workgroup, managers, and organisation. Their experiences are
grouped into management practices and reported under 4 domains:

 Purpose and direction
e Work environment

* Enabling practices

* Leadership

All of these practices positively contribute towards employee and organisational outcomes, including employee engagement, job
satisfaction, wellbeing, and customer service.

Purpose and direction Work environment

Enabling practices Leadership Outcomes

Role clarity and
support

Employee

Health and safety Recruitment Senior managers engagement

Job purpose and . : Learning and Decision making and
. Grievance handling -
enrichment development accountability
Risk and innovation mEluEer e Pay CEmiEEifen Endl Job satisfaction

diversity change management

Teamwork and

collaboration Recognition Employee voice Wellbeing

Feedback and
Flexible working performance
management

Action on survey

Customer service
results
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people S
atter Interpretation guide

Privacy

Responses from individual employees are confidential. Strict
rules protect privacy at every stage of the survey process. These
reports only show the results for a group of employees (i.e. a
workgroup or demographic group) when there are 10 or more
responses for the group.

% favourable calculation

Most scores are shown as % favourable, which is the sum of the
‘strongly agree’ and ‘agree’ percentages.

Strongly e . Strongly
- agree nor | Disagree o
disagree

% favourable scores are colour coded based on these ranges:

Difference scores are shown where available. Differences are
colour coded based on these ranges:

= +/- > -

Generally, topic level comparisons are not shown when less than
50% of the questions are comparable.

Unfavourable

Difference scores
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Rounding

Results are presented as whole numbers for ease of reading. Values
are rounded down if their first decimal number is less than 5. Values
are rounded up if their first decimal number is equal to or greater
than 5. Due to rounding, results will not always add up to 100%.
Difference scores may appear to be slightly different to values derivec
from subtracting rounded numbers, usually within 1%.

Employee engagement score calculation

Each person who answered all five employee engagement questions
gets an employee engagement score. Each answer is assigned a score
as follows:

100 to ‘strongly agree’

75 to ‘agree’

50 to ‘neither agree nor disagree’
25 to ‘disagree’

O to ‘strongly disagree’

The employee’s engagement score is calculated as the average of the
5 gquestion scores. Employees’ scores are then averaged to calculate a
team or organisation engagement score.

Key driver analysis

Experience tells us that a successful response to survey results
requires focus on key priorities. The key driver analysis, which uses
statistical techniques including Pearson’s correlation analysis,
identifies individual questions with the strongest influence on your
employee engagement score.

Key drivers are split into strengths (high correlation, high score) and

priorities (high correlation, low score). You are recommended to look
for ways to maintain your strengths and improve your priority areas.
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atter Action planning

We are all responsible for building a world class public service. Improving employee experience is a way to work towards this goal.

Survey communication and action planning: Leaders are encouraged to share and discuss survey results with employees, and start
thinking about actions using the template below. In addition to PMES results, you should consider work context and internal business
data (e.g. turnover data). You should implement and monitor your plan, either on its own or as part of a broader organisational
improvement strategy.

INVESTIGATE FURTHER
CELEBRATE Q WITH OUR TEAMS OPPORTUNITIES
The things we do well: Are there any other opportunities coming out of Areas we need to focus on and turn into action
the results that we want to explore further? plans:
RESOURCES TARGET / SUCCESS
PRIORITISE 3 AREAS FOR ACTION TIMESCALES OWNER REQUIRED MEASURE
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