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About this report

The 2024 NSW Public Sector Report is an assessment of the state of
the NSW public sector by the Secretary of the Premier’s Department.
The report assesses the sector’s performance, including notable
achievements, challenges and priorities, and also provides an analysis
of government sector workforce data. Under section 82A of the
Government Sector Employment Act 2013 (GSE Act) the Minister must
ensure that the report is tabled in both Houses of the NSW Parliament.

How to read the
data discussed
in this report

This report draws on evidence
from a range of sources,
including the People Matter
Employee Survey (People Matter
survey) and Workforce Profile.
The following points will help
you to better understand the
information in this report.

* The abbreviation ‘pp’ stands
for ‘percentage points’.

e ‘Full-time equivalent (FTE)
workforce’ describes the
total number of full-time
employees required to
account for all ordinary paid
hours worked.

* All diversity statistics are
based on self-disclosed
information.

Representation of cultural
background, non-binary
representation, LGBTIQA+
representation, and
representation of people who
provide care for someone
outside work is based on
results from the People
Matter survey.

‘Frontline’ is defined in the
People Matter survey as
‘Service delivery involving
direct contact with the

public (e.g. teaching, nursing,
policing, shopfront/counter
service, train driver, customer
service)’.

‘CALD’ stands for ‘culturally
and linguistically diverse’
and refers to People Matter
survey respondents who
nominated at least one non-
English speaking cultural
background.

People Matter
Employee Survey

The People Matter survey asks
NSW public sector employees
about their experiences at work;
with their teams, managers

and leaders; and in their
organisations more broadly.
The 2024 survey was open from
19 August to 13 September
2024. Over 220,000 employees
across the sector responded

to this year’s People Matter
survey, representing a 51%
response rate.

Most of the survey results

are presented as ‘per cent
favourable’, which combines the
number of ‘agree’ and ‘strongly
agree’ responses to a question
or set of questions. In this
report, some questions have
been grouped for theoretical or
practical reasons. Responses
that are considered ‘favourable
overall’ are reported as a
percentage for these questions.

NSW Public Sector Report 2024



These scores provide an overview of workplace
practices that affect employee experience, and
they are each assessed through multiple survey
questions.

Workforce Profile

The Workforce Profile is an annual and
comprehensive report of the demographic
characteristics and employment arrangements of
all NSW public sector employees. The Premier’s
Department and all public sector agencies jointly
collect data for, and contribute to, this report. The
census date is the last payday of the financial
year, and the census period comprises the 2 weeks
leading up to and including the census date.

The data in this report is for the census date,
unless otherwise specified. The census date was
20 June 2024.

Geography

Throughout this report, ‘metropolitan’ refers to
the Greater Sydney metropolitan area and the
Newcastle and Wollongong local government

areas (LGAs). ‘Regional’ refers to the remainder
of NSW.

The maps showing the geographic distribution of
NSW public sector employees use the Australian
Bureau of Statistics’ (ABS’s) Australian Statistical
Geography Standard (ASGS) Statistical Area
Level 4 (SA4) classification. SA4s are the largest
sub-state regions in the Main Structure of the
ASGS and are designed for the output of a
variety of regional data. They represent labour
markets. Those that make up the Greater Sydney
metropolitan area have been grouped into Sydney
East and Sydney West subclassifications for ease
of reporting.

Acknowledgements

Areas of government
covered in this report

This report discusses the performance of the
Public Service, government sector and public
sector, each of which has a specific definition
under the GSE Act.

e The Public Service means the Public Service
of New South Wales, which consists of those
employed under Part 4 of the GSE Act by the
Government of New South Wales in the service
of the Crown.

* The government sector, as defined in the
GSE Act, comprises the Public Service, the
Teaching Service, the NSW Police Force, the
NSW Health Service, the Transport Service
of New South Wales, and any other service
of the Crown (including services of any NSW
Government agency). It also includes services
of certain persons or bodies constituted by
or under an Act or exercising public functions
that are prescribed by the regulations.

* The public sector incorporates the government
sector and other government agencies,
including the Independent Commission
Against Corruption, the Audit Office of New
South Wales, the staff of the Parliament of
NSW, the Judicial Commission of New South
Wales, judicial officers of NSW, and State
Owned Corporations such as water and
energy companies.

The data in this report relates to the public sector,
unless otherwise specified.

The Secretary, Premier’s Department would like to acknowledge the assistance of:

* the employees who contributed to the preparation of this report, and

* NSW public sector agencies, for supporting the People Matter survey and Workforce Profile,
and for sharing information to be used as case studies.
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Foreword

The 2024 NSW Public Sector Report is a
comprehensive assessment of the NSW
public sector, reflecting on its composition

and performance.

Our state is fortunate to be served by around
460,000 dedicated public sector employees. This
accounts for 10.4% of people employed in NSW -
the majority serving in frontline roles.

These workers play a critical role in shaping the
community’s perspectives of our work, through
their service in classrooms, hospitals, police
stations, offices or service centres.

A key focus of the government has been to
improve the pay and conditions for these workers.

Median remuneration for non-casual employees in
the NSW public sector was $100,647 in 2024, an
increase of 4.9% from 2023.

Progress has also been made on increasing the
representation of women in leadership. Close to
half of senior executives in the sector were female
in 2024, up slightly from the year prior.

This year, more than half of all public servants
(51%) completed the People Matter survey,
providing valuable insights into the strengths and
challenges of our workforce.

In welcome news, our highest scores - for ‘ethics
and values’ (81%) - underscore the importance

of integrity in maintaining community trust and
building strong public institutions. Over the last
few years, trust has never been more important
for government and leaders in the public sector as
they deliver on key government priorities to build
a better NSW.

Simon Draper PSM
Secretary, Premier’s Department

Employees are also finding ‘job purpose and
enrichment’ (71%) and approve of how we are
managing ‘risk and innovation’ (69%).

Given the importance of our frontline workers,
it’s also promising that the government’s focus
on addressing recruitment and retention issues
appears to be bearing some fruit. The intention
of police officers and teachers to stay in their
organisation has improved, and we’ll continue
working on improving intention to stay for

all employees.

The latest survey results also highlight what

a meaningful difference improved pay and
conditions can make. While 36% of frontline
workers are satisfied with their pay (which is
stable), there were differing results within the
group. Teacher’s satisfaction with their pay surged
by 20 percentage points to 42% after a pay rise
last year. It’s promising that salary agreements
have been reached for many frontline cohorts -
including with police officers and health workers
- and that negotiations are continuing with others.

There was also an increase in ongoing employment
this year, and a corresponding decrease in
temporary employees. This is primarily related to
making more teachers permanent.

NSW Public Sector Report 2024



While we have a lot to celebrate, challenges
remain. The results tell us we need to get better
at managing change and addressing burnout.
Burnout rates have been relatively stable across
the sector, but they are still notably higher among
our frontline employees.

We are also looking at ways we can improve
wellbeing, engagement and workforce diversity.

The NSW Government has reorganised itself to
respond to the challenges ahead. While managing
this can be tough for workers, it is essential for

us to fulfil our role, to advance the government’s
priorities and best serve the people of NSW.

| thank everyone who contributed to this year’s
NSW Public Sector Report. This includes the
employees who took the time to fill out the People
Matter survey, providing valuable feedback, and
the agencies that provided examples of their
excellent work. This helps us understand what
we're doing well, where improvements can be
made, and overall, the positive impact of the work
we do for the people of NSW.

NSW Public Sector Report 2024
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OUR STRUCTURE

Our structure

Over 460,000 employees work in the NSW public sector to deliver a
wide range of services to the people of NSW.

Due to machinery of government changes, there have been some
changes in the way government functions and responsibilities are
allocated and structured across government agencies since the 2023
State of the NSW Public Sector Report.

Headcount and full-time equivalent employees

O)
)

466,689 591 451

and casual full-time equivalent
employees employees

Source: Workforce Profile (2024) Source: Workforce Profile
(2024), census period

The number of people (headcount) employed in the NSW public sector increased by 3.0% in 2024,
outpacing the growth in the number of people employed in NSW overall, at 1.8%.

The number of full-time equivalent (FTE) employees in the sector increased by 10,179 (or 2.7%) from
2023 to 2024. The key contributors to this increase were the NSW Health Service (+4,886), the Public
Service (+2,443) and other Crown services (+1,749).

The main contributors to the growth in the NSW Health Service were an additional 2,197 FTE Nurses
(+4.1%), 480 FTE Medical Practitioners (+3.4%) and 244 FTE Ambulance Officers (4.3%).

1 See table 2.2 in the Workforce Profile Report 2024
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OUR STRUCTURE

In the Public Service there was an increase in Communities and Justice (1,634 FTE or 4.9%), Education
(842 FTE or 7.3%) and Premier and Cabinet (389 FTE or 26.9%,).

In other Crown services, the TAFE Commission increased by 852 FTE (+8.0%), Sydney Trains increased
500 FTE (+4.8%) and School Administrative and Support increased by 219 FTE (0.9%).

Overall, 77.8% of employees in the public sector are ongoing. There was an increase in ongoing FTE
employees during 2024 of 2.8pp and a corresponding decrease in temporary FTE employees (14.5%,
-2.8pp). This primarily related to changes in the Teaching Service and School Administrative and
Support Workers.

Structure of the NSW public sector

The GSE Act establishes 2 main employment groups: the government sector and the Public Service
within it. Most NSW public sector employees are in the government sector.

The public sector

The government sector
under the Government Sector Employment Act 2013 (NSW)

Teaching Police Force
Service Public Service
* Departments
Other Crown T t Servi
services® « Executive agencies related to a department IR SAWVISS

» Separate Public Service Agencies
Health Service

State Owned Judicial Independent Commission . .
. ) . . Audit Office
Corporations* officers Against Corruption
Staff of Members Staff of Judicial
of Parliament** the Parliament Commission

# Examples of other Crown services include the TAFE Commission, School Administrative and Support Staff, and Sydney Trains.

* Under the GSE Act, State Owned Corporations are included in the government sector for certain specified purposes.
However, in this report, they are treated as part of the public sector, not as part of the government sector.

** The Premier’s Department does not collect data on these employees.

Note: Under the GSE Act, NSW universities are part of the government sector for certain specified purposes. The Premier’s

Department does not collect data on the employees of NSW universities. They are not considered part of the public sector or

government sector in this report.
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OUR STRUCTURE

There are 11 departments of the Public Service, each led by a secretary.

In 2024 there have been changes to the composition of the public sector by portfolio due to machinery
of government changes.

The Climate Change, Energy and the Environment portfolio was created from the environment agencies
formerly in the Planning portfolio and the energy agencies formerly in the Treasury portfolio.

From 1 July 2024, the Creative Industries, Tourism, Hospitality and Sport portfolio was created from
agencies formerly in the Enterprise, Investment and Trade portfolio. The industry and investment
functions of the Department of Enterprise, Investment and Trade were returned to the Premier’s
Department through the transfer of Investment NSW. The Office of the Chief Scientist and Engineer also
joined the Premier’s Department.

The Department of Regional NSW was renamed the Department of Primary Industries and Regional
Development, clearly articulating the focus of the department.

Full-time equivalent employees by portfolio

36358)4" 11,867 5214
o 3.0% 1.3% 4,689

Customer Regi L
Service eglona 1.2%

139,851 < Planning
35.7%
Health 120’293 29’098

7.4%
30.7% Transpcc::rt

55’41 7 Education
14.2% 15,748 3,518
Communities 4.0% En(t)e'rgp(:/iose

and Justice Climate Change, Investment and

Energy and the 3 025 Trade
7

Environment
0.8%

Treasury

Source: Workforce Profile (2024), census period
Note: Percentages indicate the contribution of the portfolio’s FTE to the public sector’s total FTE.

The changes related to the creation of Creative Industries, Tourism, Hospitality and Sport; and Primary Industries and Regional
Development occurred on 1 July 2024 and are not captured in the figure above.
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OUR STRUCTURE

Employment by NSW region

The NSW Government is a significant employer in every part of the state. Many public sector employees
work in Sydney (59.6%). However, the sector contributes relatively more to overall employment in
regional areas of NSW than it does to employment in Sydney.

In 2024, 66.2% of public sector employees worked in a metropolitan area (Sydney, Newcastle and
Wollongong), compared with 33.8% in regional NSW. Of the NSW Estimated Resident Population, 63%
worked in a metropolitan area, while 33% worked in regional NSW. The NSW Government is a significant
contributor to regional employment. In recent years, the government has succeeded in increasing the
number of regionally based public sector employees, including at the senior executive level.

11.2%

Richmond-
Tweed

1.3% g

New England ey

1 9. 3% and North West

Far West and Orana

8.7%

Hunter Valley
excl. Newcastle

13.3%

Central West Sydney and

surrounding
regions

o

9.6%
12 4% Capital Region
Riverina
Sydney and surrounding regions
O
RO Contribution to
g employment (%)
1 Sydney East 9.5 2 :
2 Sydney West 10.1
3 Central Coast 10.4
Sydney and
4 Newcastle and Lake Macquarie 11.9 surrounding
regions
5 lllawarra 10.8
6 Southern Highlands and Shoalhaven 9.3

Sources: Workforce Profile (2024); ABS (2023b)

Sources: Workforce Profile (2024); ABS (2024a)
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Key occupations

The NSW public sector employs people in a wide range of occupations.

Full-time equivalent employees in key occupations, 2024 vs 2023

OUR STRUCTURE

o

School Teachers

70,235

_/

~

Nurses

55,614

Clerical and

%

Administrative Workers

AN
70,442 in 2023 53,417 in 2023 547021
52,188 in 2023
00 Police Officers Medical

il

School Support

28,940

28,585in 2023

15,760

16,286 in 2023

Practitioners

14,492

14,013 in 2023

Social and Welfare “n-  Ambulance Cleaners and Laundry
@ Professionals |O'{iol% Officers [‘ED Workers
7,485 5,945 5,392
7,923in 2023 5,702 in 2023 5,253in 2023
Prison Officers @ Labourers @ Firefighters
"=~ 4,343 N 4,738 4,183
4,520in 2023 4,314 in 2023 4,208 in 2023
T Train Drivers i?@(] Food Preparation
Assistants
o ol 2,241
— 2,1(;8 in 2023 271 49
2,069in 2023

Source: Workforce Profile (2023, 2024), census period
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OUR PEOPLE

Our people

This section examines the many aspects of employment that are
important to our people, including employee engagement, effective
leadership, learning and development, inclusion and diversity, tenure
and remuneration. It explores what is driving engagement across the
sector, with an emphasis on change management and wellbeing.

The NSW Government is committed to remaining an attractive
employer in the state and recognises the importance of fair and
competitive remuneration to attract the best talent to the sector.

Employee engagement

The People Matter survey has tracked employee engagement since 2012. Employee engagement refers
to an employee’s connection to their organisation. It is a global measure of employee experience and in
this report is expressed as an index score out of 100. Employee engagement has a strong connection to
productivity, making it a key indicator of the sector’s overall performance.

Many factors influence employee engagement, including leadership, a positive and inclusive work
culture, wellbeing, manager support, accountability and flexible working arrangements. This year,
employee engagement for the public sector fell, from 64.5 to 62.3. Notably, all 5 engagement questions
saw significant declines between 3 to 5 points. Employee engagement fell in almost all portfolios, with
score variations ranging from a minor increase of 0.3 points in one portfolio to a decrease of 8.9 points
in another portfolio.

Employee engagement trend, 2016-24

80

70
——e————— e, .
60  65.0 64.6 65.3 65.7 67. 67.

64.2 64.5 623

50
40
30

20

Employee engagement

10

0
2016 2017 2018 2019 2020 2021 2022 2023 2024

Year

Source: People Matter Employee Survey (2016-24)
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What is driving employee engagement across the sector?

Each year, the survey data is analysed to identify the factors influencing employee engagement in the
workplace. This key driver analysis highlights the questions that have the stongest relationship with
employee engagement.? These questions are listed below in order of importance for the sector.

Questions with the strongest association with engagement across the sector

2024 Change from

Engagement key driver questions

(% favourable) 2023 (pp)

Communication and | am supported through changes that affect my work 54.8 -3.5
change management

Wellbeing | am satisfied with current workplace practices 55.2 -3.5
to help me manage my wellbeing

Recognition | receive adequate recognition for my contributions 49.6 -3.7
from my organisation

Ethics and values My organisation shows a commitment 70.7 -2.6
to ethical behaviours

Risk and innovation My organisation is making improvements to meet 51.9 -3.4
future challenges

Employee voice/ My senior executives listen to employees 42.2 -
senior executives

In 2024, change management, wellbeing and employee recognition are identified as having the
strongest relationship with employee engagement across the sector overall.

The strongest driver of employee engagement related to change management and communication. The
question ‘1 am supported through changes that affect my work’ decreased by 3.5pp in 2024. The strong
relationship between change management and engagement is highlighted as this was the only item with
a second question (‘Change is managed well in my organisation’) in the top 10 drivers. The importance

of change management and the second-highest driver, wellbeing, is discussed in more detail in the next
2 sections.

The question ‘I receive adequate recognition for my contributions from my organisation’ had the third-
strongest association with employee engagement for the sector. This question fell by 3.7pp, reversing a
3.8pp increase between 2022 and 2023.

The question ‘My senior executives listen to employees’ was one of the top 6 key drivers this year for
the first time. This question had the lowest favourable and the highest unfavourable score out of the 6
questions. Only 42.2% of employees agreed that senior executives listen to employees and almost one
in 3 employees disagreed that senior executives listen to employees.

While change management, wellbeing, and ethics and values are commonly observed drivers across
the sector, each agency and business unit has its own distinct drivers, shaped by its specific context,
challenges and workplace culture. To support agencies taking action, the Premier’s Department
provides agencies and business units with reports outlining their key drivers of engagement, along with
guides to support action planning based on People Matter survey results.

2 Key driver analysis identifies factors (survey questions) that have the strongest relationship with overall employee engagement.
It involves calculating the correlation between survey questions and the engagement score. Questions with high correlations
are considered key drivers.

14 NSW Public Sector Report 2024



Wellbeing

‘Wellbeing’ means feeling good, functioning well and experiencing satisfaction and fulfilment in
work and life. There is a strong connection between wellbeing and employee engagement, such that
wellbeing influences how employees perceive their work and their level of commitment.

Positive wellbeing is achieved when workplaces effectively use employees’ skills, adapt to new
ways of working, maintain manageable stress levels, and foster an environment where employees
feel respected, safe and supported. These factors are foundational to a thriving workforce and help
employees not only manage challenges but also to excel in their roles.

Research from global analytics and advisory firm Gallup (2022) indicates that employees who feel their
employer cares about their wellbeing are:

P O
Co -y ©
69% /1% 5X 3X 36%

less likely to less likely to more likely to more likely to more likely
seek a new job report burnout advocate for be engaged to be thriving
their company at work in their

overall lives
Source: Gallup (2022). Why the percentage of employees who feel their employer cares about their wellbeing is plummeting.

Last year, we asked public sector employees for the first time if they ‘were satisfied with current
workplace practices to help them manage their wellbeing’. In 2024, this question ranks as the second-
highest driver of employee engagement, demonstrating the importance of effective workplace

OUR PEOPLE

wellbeing programs and initiatives in sustaining higher engagement levels. However, in this year’s People

Matter survey the question fell by 3.5pp to 55.2%.

The overall wellbeing topic score for the public sector was 62.0%. While the topic score could not be
trended, 2 specific wellbeing questions with long-term data indicate a concerning downward trend,
reinforcing the need for agencies to maintain a focus on employee wellbeing. There are also broader
factors including the rising cost of living that may impact this score.

NSW Public Sector Report 2024
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The following graph highlights a notable decline in the percentage of employees who agreed that ‘there
are effective resources in my organisation to support employee wellbeing’, from 70.0% in 2021 to 62.2%
in 2024.2 Similarly, the favourable response for ‘In general, my sense of wellbeing is...” dropped from
64.9% in 2019 to 56.8% in 2024.% Both questions experienced sharp drops between 2021 and 2022

and a slight decline in the last 2 years. The change in the distribution scores for ‘In general my sense of
wellbeing is... between 2020 and 2024 is shown in the second graph on page 17.

Employee perceptions of wellbeing, 2024

62.1%

favourable
Question 2024 Change from
(% favourable) 2023 (pp)
The amount of stress in my job is manageable 541 -0.4
In general, my sense of wellbeing is ... 56.8 -1.0
| am satisfied with current workplace practices to help me manage my wellbeing 55.2 -3.5
There are effective resources in my organisation to support employee wellbeing 62.2 -1.6
| feel burned out by my work” 36.0 2.0
| am able to adapt when changes occur 87.4 n/a
| am confident in my ability to overcome setbacks at work 82.5 n/a

Source: People Matter Employee Survey (2023, 2024)
A The favourable score for burnout represents respondents who did not feel burnt out by their work.

Note: A comparison to the 2023 overall score was not possible because 2 new questions have been added to the 2024 topic score.

3 This question was asked using a 5-point agreement scale. The % favourable score reported is the sum of ‘strongly agree’ and
‘agree’ percentages.

4 Respondents were asked to rate the statement, ‘In general, my sense of wellbeing is ..., on a scale of 0 to 10. The results were
grouped into % favourable (7-10), % neutral (4-6) and % unfavourable (0-3).
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Wellbeing questions with trend, 2019-24

80
70.0

70
. - ‘Ntz 63.8 62.2
60 64.9 65.3 —st\k s

58.4 57.8

il

50 56.8
40

30

% favourable score

20

10

2019 2020 2021 2022 2023 2024

—&=—There are effective resources in my organisation to support employee wellbeing
=—|n general, my sense of wellbeing is...

Source: People Matter Employee Survey (2019-24)

Distribution of employees’ general sense of wellbeing, 2024 vs 2020

30
25
20
15

10

5 E II
0 I! (] l! IE I = : 3 g 8
0 1 2 3 4 5 6 7 8 9 10

Wellbeing score

Survey respondents (%)

Source: People Matter Employee Survey (2020, 2024)
Note: Respondents were asked to rate the statement, ‘In general, my sense of wellbeingis ..., on a scale of O to 10.
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Burnout is a specific type of work-related stress that results from chronic exposure to stressful work
conditions. According to the World Health Organization (2019), 3 dimensions characterise burnout:
exhaustion, cynicism and professional efficacy.

This year, 38.7% of respondents reported feeling burnt out by their work. This is a slight decrease of
0.5pp from 2023, following on from a 1.4pp increase between 2022 and 2023. This trend aligns with
findings from the State of Workplace Burnout 2024 report (Infinite Potential 2024), which found that
burnout rates have steadily increased over the past 3 years but have stabilised this year.

Employees who felt burnt out, 2022-24

38.7%

39.2% in 2023
37.8% in 2022

Source: People Matter Employee Survey (2022-24)

Burnout is not merely an individual challenge; it has substantial implications for organisations. Research
consistently demonstrates a strong negative correlation between burnout and job performance. Burnout
results in reduced productivity, increased absenteeism and reduced innovation, which ultimately hinders
organisational progress (Infinite Potential 2024).

To address burnout effectively, organisations must adopt a proactive approach that prioritises wellbeing.
This strategy benefits both employees and organisations and is essential for fostering healthier,
sustainable workforces. Instead of implementing individual-level interventions such as resilience
training, research indicates that organisations should focus on tangible actions such as enhancing
leadership capability, improving communication, reviewing job design and resourcing, and investing in
employee development.

This conclusion is supported by research analysing the People Matter survey results, which identified
3 universal key drivers of burnout: adequate time to perform one’s job well, sufficient support to execute
tasks effectively, and access to effective wellbeing resources (Public Service Commission 2023a).

The inclusion of 2 new questions on resilience in the 2024 People Matter survey revealed that employees
generally perceive their resilience levels to be high. Specifically, 87.4% of employees noted they can
adapt when changes occur and 82.5% expressed confidence in their ability to overcome setbacks at
work. This underscores the notion that burnout can and does occur despite high levels of individual
resilience, emphasising the need for organisations to focus on structural and systemic solutions.

Elevated absenteeism rates resulting from burnout pose significant risks to the sector’s workforce. The
hours of paid unscheduled absences per FTE employee had been increasing over time, peaking at 73.11in
2023. Encouragingly, this figure decreased to 70.6 hours in 2024, indicating a modest improvement.
Continued efforts will be crucial to ensure this positive trend continues.
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Hours of paid unscheduled absence per full-time equivalent employee, 2014-24

80
73.1
70.8 70.6

67.1
70 63.7 65.1 64.1 65.2 64.1 635 65.1

60
50

40

Hours

30
20

10

2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024
Year

Source: Workforce Profile (2014-24)

Communication and change management

Effective communication is proactive, timely and focuses on essential information employees need,
particularly regarding the impact of organisational changes on them. Good change management is
crucial for public sector organisations, as it minimises disruption to employees’ daily work and lives while
maintaining productivity and morale (Prosci 2021).

Change is a constant in the public sector, making change management a key focus area for leaders.

The People Matter survey question, ‘Il am supported through changes that affect my work’ remains a
significant key driver of employee engagement, emerging as the top driver for 2024. This shift underscores
the increasing importance of support during change as a key factor in employee engagement.

However, only 35.1% of respondents agreed that change is managed well within their organisation,
marking a 4pp decrease from 2023. The primary reasons cited for poor change management were poor
communication from leadership (54.8%), limited employee consultation (46.9%) and poor planning

and execution (45.8%).

These findings present an opportunity for organisations to strengthen their change management
processes. While employees value feeling supported through change, there is potential to enhance
leadership approaches, systems and processes to improve communication, consultation and planning
during periods of change.

For frontline employees, there was an additional question relating to change management, ‘Change is
managed well in my organisation’, that ranked in the top 6 key drivers of employee engagement. This
indicates the need for more targeted change management practices that address frontline experiences
of change management.

NSW Public Sector Report 2024 19
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Machinery of government changes are essential for realigning organisational priorities within the

NSW government sector. However, large-scale restructures pose unique challenges. Senior leaders
must make these changes in ways that minimise transitional risks and associated costs. Effective
communication and planning during change are crucial to maintaining employee trust and engagement.

Employee perceptions of communication and change management, 2024 vs 2023
7
i N
o)
53.4%

favourable overall

Question 2024 Change from
(% favourable) 2023 (pp)

My manager communicates effectively with me 741 -0.8

Change is managed well in my organisation 35.1 -3.8

My senior executives provide clear direction for the future of the organisation 46.8 n/a

| am supported through changes that affect my work 54.8 -3.5

| have the opportunity to provide feedback on change processes that 55.9 -3.3

directly affect me

Source: People Matter Employee Survey (2023, 2024)

Note: A comparison to the 2023 overall score was not possible because one of the questions that contributed to the 2024 overall
score was changed.

Effective leadership and trust

Leadership is crucial in setting direction, executing strategies, shaping culture, inspiring purpose and
delivering services.

The Premier’s Department provides executive leadership programs to equip sector leaders with the
mindsets, behaviours and capabilities essential for leading high-performing, outcomes-focused
workplaces. Updated leadership programs were introduced this year, emphasising ethical, inclusive and
sustainable leadership.

In today’s dynamic work environment, leadership extends beyond traditional management approaches.
Leaders should adopt competencies suited for the next generation of employees, fostering a strong
sense of accountability and trust. This requires a human-centred approach where leaders balance
individual needs with organisational goals to create an environment where both can thrive. Trust in
senior leaders is essential for navigating change and uncertainty.
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The Qualtrics 2025 Employee Experience Trends Report (2024) highlights that trust in senior leaders
varies across industries, with government employees reporting lower levels of trust. Trusted leaders
demonstrate 3 critical characteristics:

* competence - the skills and knowledge to perform effectively
* integrity - consistent alignment with organisational values, and
* benevolence - prioritising employees’ wellbeing over immediate profit or gain.

Measuring ‘employee perceptions of senior leaders’ competence and demonstration of values is
commonplace, but at the heart of trust is a belief that leaders genuinely care about people’s wellbeing’
(Qualtrics 2024). The most effective leaders proactively seek input from diverse perspectives,
demonstrate openness to change, and take meaningful action based on feedback.

The overall topic score averaging employee perceptions of senior executives in the People Matter
survey was 48.3% favourable this year. The topic was unable to be trended as the underlying questions
asked employees their opinions on their ‘senior executives’ rather than their ‘senior managers’ as in
previous years.®

Employee perceptions of senior leaders, 2024

O
— O
48.3%

favourable overall

Question s
(% favourable)

My senior executives provide clear direction for the future of the organisation 46.8
My senior executives model the values of my organisation 51.4
My senior executives promote collaboration between my organisation and other 494
organisations we work with

My senior executives communicate the importance of customers in our work 62.4
My senior executives listen to employees 42.2

| feel my senior executives support my career advancement 377

Senior executive numbers are included in chapter 3 of the Workforce Profile Report 2024, the companion
report to the NSW Public Sector Report.

5 The term ‘senior executives’ refers to the group of senior executives in the respondent’s organisation, not an individual manager.
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People management
A high-performance culture is underpinned by an effective system for managing individual, team and
organisational performance.

The percentage of employees with a performance and development plan fell by 1.8pp this year, from
75.9% to 74.1%. Employee perceptions of feedback and performance management was unchanged from
2023 at 56.4%.

Employees with a performance and development plan, 2024 vs 2023

75.9%

74.1% in 2023

Source: People Matter Employee Survey (2023, 2024)

Employee perceptions of feedback and performance management, 2024 vs 2023

&

56.4%

favourable overall
56.4% in 2023

Question 2024 (% Change from
favourable) 2023 (pp)

In the last 12 months, | have received feedback to help me improve my work 64.5 -0.1

My performance is assessed against clear criteria 557 0.4

My manager appropriately deals with employees who perform poorly 48.8 -0.4

Source: People Matter Employee Survey (2023, 2024)

While employees’ perception that they receive adequate recognition for their contributions from their
organisation was low, at 49.6%, the perception that managers provide recognition for their work is much
stronger, at 70.5%.
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Employee perceptions of workplace recognition, 2024 vs 2023

Question 2024 (% Change from
favourable) 2023 (pp)

My manager provides recognition for the work | do 70.5 -0.6

| receive adequate recognition for my contributions from my organisation 49.6 -3.7

Employee recognition 60.3 -2.0

Recognition is an essential tool for driving employee engagement and performance. Effective
recognition helps employees feel valued and can significantly impact morale and productivity. To
improve recognition practices, organisations should ensure that recognition is timely, specific and
aligned with organisational values. Research indicates that recognition programs can drive engagement
and reduce turnover (Gallup 2024a; Gallup 2024b).

Learning and development

Learning and development is essential to adapt to the rapidly changing technological landscape driven
by the adoption of artificial intelligence. By focusing on learning and development initiatives, agencies
enable employees to build the skills and capabilities they need to succeed in their role and achieve
business outcomes.

This year, just over half of People Matter respondents reported satisfaction with professional
development opportunities in their organisation. Nearly two-thirds of respondents felt they had the
opportunity to develop the required skills and received the training and development needed to perform
their job effectively.

Satisfaction with ‘opportunities available for professional development in their organisation’ for frontline
employees increased by 3.3pp from last year.

Inclusion and diversity

Creating an inclusive and diverse workforce is essential for high-quality services in NSW. An inclusive
workplace fosters a positive culture, boosts productivity and reflects the diversity of the community.

Inclusion enables participation and contribution regardless of seen or unseen individual differences.
Inclusion helps drive improvements in organisational performance, innovation and customer service
(Diversity Council Australia 2017). The government supports this through:

* upholding core values

* leading disability and Aboriginal employment initiatives

+ flexible work

» facilitating employee networks

* setting targets and supporting diversity and inclusion action plans.

However, this year’s People Matter survey shows a decline in perceptions of inclusion and diversity
across the questions that could be trended, with a 4pp decline in feelings of belonging. This underscores
the need for respectful, psychologically safe and inclusive workplaces where everyone can contribute.
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Employee perceptions of inclusion and diversity, 2024 vs 2023

65.8%

favourable overall

in 2024
Question 2024 (% Change from
favourable) 2023 (pp)
People in my workgroup treat each other with respect 78.2 -1.6
| am comfortable sharing a different view to others in my organisation 67.5 -0.8
| feel that | belong in my organisation 66.7 -4.0
| feel my senior executives support my career advancement 377 n/a
| feel culturally safe at work 77.0 n/a
If | chose to, | would feel safe sharing personal aspects about myself at work 67.8 n/a

Source: People Matter Employee Survey (2023, 2024)

Note: A comparison to the 2023 overall score is not possible because some questions contributing to the 2024 overall score
have changed.

Employee engagement score by employee group, 2024 vs 2023
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The previous chart shows that employee experience can vary significantly for different
demographic cohorts.

The People Matter survey included a question on identity safety: ‘If | chose to, | would feel safe sharing
personal aspects about myself at work’. Employees who agreed with this statement reported higher
scores across all survey questions. This indicates a connection between identity safety and overall
engagement and employee experience.

People with disability

Significant efforts are needed to improve workforce inclusion of people with disability. The government
has committed to a target of 5.6% of the total workforce being people with disability by 2025. In 2024,
2.7% of our workforce reported having a disability, a slight increase of 0.1pp from last year but still
below the target. Notably, 6.9% of respondents in the People Matter survey identified as living with a
disability, which is higher than the figure reported in the Workforce Profile of 2.7%.

People with disability, variance in People Matter survey vs Workforce Profile, 2018-24
8

Representation (%)
N

2018 2019 2020 2021 2022 2023 2024

—4—People Matter survey (%) ==\ orkforce Profile (%)

Sources: Workforce Profile (2018-24); People Matter Employee Survey (2018-24)

There are several factors contributing to the difference between reported disability in the Workforce
Profile and the percentage of respondents identifying as having a disability in the People Matter survey.
The People Matter survey is anonymous and provides a current response. The Workforce Profile collects
data from HR systems where updating disability data is optional. Both datasets are valuable, and the
Premier’s Department will continue collaborating with the sector to improve measurement.

In 2024, significant progress was made on implementing recommendations from a 2022 sector-wide
review of disability employment. The Public Service Commissioner issued a direction for agency heads
to implement a workplace adjustment policy that meets minimum standards by 1 November 2025 (Public
Service Commissioner 2024). The direction supports the NSW Government’s commitment to increase
disability employment in the sector by establishing a consistent approach to workplace adjustments.

Communities and Justice, Customer Service and Education are working on tailored actions that support

disability employment, including development of Disability Inclusion Action Plans, recruitment reviews,
training and toolkits.
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Aboriginal and Torres Strait Islander peoples

The Aboriginal Employment Strategy 2022-2025 (AES) embedded a target to double the number of
Aboriginal and Torres Strait Islander senior leaders, alongside an additional target for at least 3%
Aboriginal and Torres Strait Islander employees at all grades. As the AES comes to an end in 2025, the
Premier’s Department will undertake a review of the strategy followed by consultation and development
of anew AES.

The Premier’s Department is also responsible for actions under Closing the Gap Priority Reform 3:
Transforming government organisations. The department, and in particular Aboriginal Affairs NSW,
will continue to work in partnership with the NSW Council of Aboriginal Peak Organisations to seek
Aboriginal community input into reform initiatives.

Tenure and intention to stay

‘Tenure’ is the duration an employee has worked for an organisation, while ‘intention to stay’ refers to

their desire to remain with their current organisation. This intention, influenced by factors like employee
engagement, predicts turnover but does not always lead to action. It is healthy for organisations to
experience some turnover, but determining a healthy level in the diverse NSW public sector is challenging.

Employees’ decisions to stay are increasingly influenced by career development opportunities and
senior leadership quality. The top 3 reasons for employees considering leaving their organisation,
according to the People Matter survey, are a lack of future career opportunities, perceptions of poor
quality of senior leadership, and higher salary opportunities elsewhere.

To improve retention, agencies should use insights from ‘intention to stay’ survey results, turnover data
and exit surveys.

Median agency tenure, 2024 vs 2023

My
6.9

years’ tenure
7.0in 2023

Source: Workforce Profile (2023, 2024)

This year, 36.9% of respondents agreed they were likely to stay for over 10 years in their organisation,
compared to 40.7% in 2020. This shows employees are intending to stay for less than 5 years. These
trends highlight the need for effective workforce retention strategies, particularly for frontline roles
where tenure and expertise are critical to organisational performance.
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Industrial relations reform

NSW Industrial Relations ensures compliance with industrial legislation by providing direction on
industrial relations matters and promoting best practice across the sector.

The Industrial Relations Amendment Act 2023, which commenced in December 2023, amended the
Industrial Relations Act 1996 to:

» provide for mutual gains bargaining and the re-establishment of the NSW Industrial Court

* remove the power to cap wages, meaning the Industrial Relations Commission is not constrained by a
wages cap when arbitrating awards and disputes®

* introduce a new objective for the Industrial Relation Commission to consider attraction and retention
issues (NSW Government 2023a).

6 While the wage cap has been removed, changes were also made to require the Commission to have regard to ‘the fiscal position

and outlook of the Government and the likely effect of the exercise of the Commission’s functions on the position and outlook’
(s146(2)(c)).
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The NSW Industrial Court has jurisdiction to determine almost all industrial relations matters relating to
NSW state government and local government employees. Private sector employees remain under the
Commonwealth Fair Work Commission (NSW Government 2023a).

Since the wages cap was removed, the NSW Government has provided historic pay rises to public sector
employees. Several deals have been struck recently to ensure pay increases for NSW Government
frontline and public service staff:

* Public school teachers accepted a 3-year award agreement on 28 October 2024, formally completing
last year’s 4-year pay deal. Teachers will receive a 3% pay increase annually for the next 3 years. This
follows a once-in-a-generation pay rise given to teachers last year.

*  The NSW Government reached agreement with the Health Services Union on a record pay increase
for paramedics. Almost 5,000 paramedics will receive an average wage increase of 25% over 4 years
- with increases ranging from 11% to 29%.

*  The NSW Government and the Health Services Union agreed to a one-year pay increase of 3.5% plus
0.5% in superannuation. The agreement covers a range of professions including allied health roles,
hospital cleaners, scientists, security officers and patient transport officers.

*  The NSW Government and the Public Service Association agreed on a multi-year pay agreement
for Crown employees. The agreement covers more than 90,000 public sector workers - nearly a
quarter of the NSW Government’s workforce - including prison guards, school assistants and other
essential workers.

* The Police Association of NSW accepted a 4-year pay agreement to recruit and retain police officers
with highly competitive salaries on 26 November 2024.

Remuneration

Employees’ pay and conditions differ depending on the legislative and industrial instruments applicable
to their job type and employing agency.

The government aims to maintain competitiveness as an employer and acknowledges the role of fair
remuneration in attracting talent to the sector. The median remuneration for non-casual employees in
the NSW public sector was $100,647 in 2024, which represents a 4.9% increase from 2023. The NSW
Government wages policy provided for annual increases of up to 4.0% effective 1 July 2023 (Department
of Premier and Cabinet 2023). This was higher than Sydney’s Consumer Price Index (3.8%) (ABS 2024c).

Median salary for NSW public sector employees, 2024 vs 2023

@ INCREASE

$100,647 4.9%

$95,984 in 2023

Source: Workforce Profile (2023, 2024)
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Changes in median salary, 2015-24
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Year
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Source: Workforce Profile (2015-24)

In this year’s People Matter survey, ‘satisfaction with pay’ decreased by 1.6pp from 45.6% to
44.0%. Overall, 37.7% of respondents do not believe they are paid fairly for the work they do, compared
to 36.0% in 2023.

Employee perceptions of being paid fairly for the work they do, 2024 vs 2023

S

44.0%

45.6% in 2023

Source: People Matter Employee Survey (2023, 2024)

Employee satisfaction with pay differed between the 2 major role types, with 36.2% of frontline
employees satisfied with their pay compared with 53.2% of non-frontline employees. However, there are
differences in satisfaction with pay between frontline employee groups. Teachers’ satisfaction with pay

increased this year by 20pp to 42.3% and satisfaction with pay for NSW Ambulance staff increased by
17.2pp to 29.4%.

Respondents who believe they are paid fairly for the work they do, by specific groups,
2024 vs 2023

Specific group 2z 2 . PP

(%) (%) difference
Teachers 21.8 42.3 20.5
Health frontline 30.2 24.7 -5.5
Nurses 27.3 17.8 -9.5
NSW Ambulance 12.2 29.4 17.2
Police frontline 40.7 29.0 -n.7

Type of work: ‘Service delivery involving direct contact with the public’ is used to identify frontline employees
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Gender equality and the gender pay gap

In 2024, the gender pay gap calculated using median renumeration increased to 7.2% (S7,674) from
6.2% ($6,205) in 2023 (Workforce Profile 2024).” The median remuneration for women increased
4.0% compared to 2023, while the median remuneration for men increased 5.2%. In contrast, when
calculating the pay gap using average remuneration, the gap narrowed by 1.3pp to 8.0% ($9,059)
from 2023 to 2024.

The gender pay gap can partly be explained by industry and occupational segregation, with men
disproportionately represented in higher-paid industries and occupations, as well as positions of
leadership (NSW Government 2023b). Female-dominated industries are often associated with caring
roles, providing essential social infrastructure to individuals and communities. The NSW Government
employs large workforces in these industries, including nurses, teachers, and school-based support
staff, and is committed to strengthening them (NSW Government 2023b).

The NSW Government aims to advance gender equality for the people of NSW and the NSW public
sector workforce by improving outcomes for women. This year, the NSW Treasurer released the second
Gender Equality Budget Statement alongside the NSW Budget to assess the impact of the budget on
gender equality outcomes.

NSW Government departments are developing Gender Equality Action Plans, which are due for
publication in 2025. The action plans require departments to proactively champion gender equality
in their workforce strategies, and when developing and delivering policies, programs, services and
legislation.

CASE STUDY

Transforming Aboriginal employment at TAFE NSW through local targets and
staff support

Building a strong First Nations workforce is crucial for TAFE NSW to engage Aboriginal learners and
ensure equitable access to education and employment opportunities. TAFE NSW is addressing this
by delivering an Aboriginal Employment Strategy (2023-2027) that focuses on local communities, staff
networks and support, and creating a more inclusive workplace for Aboriginal staff.

TAFE NSW delivers vocational education and training from more than 150 locations across the state
and recognises that education and employment are fundamental to the empowerment of Aboriginal
and Torres Strait Islander peoples. However, the employment rate for Aboriginal and Torres Strait
Islander staff at TAFE NSW remained steady and was below the statewide community level. The
Aboriginal Employment Team saw this as an opportunity to connect with communities across the state
and transform TAFE NSW’s approach to Aboriginal employment.

A strategy informed by lived experience

With a clear mandate to boost Aboriginal employment outcomes, the team began a journey of
consultation and collaboration. More than 16 consultation sessions were held with Aboriginal staff,
ensuring the strategy was shaped by lived experience and employee needs. TAFE NSW'’s Aboriginal
Senior Leadership Group, Executive Leadership Team, and Diversity and Inclusion teams, as well as
external organisations, were also consulted, which was integral to the process.

7 For more detail on gender pay gap methodologies refer to chapter 6 of the Workforce Profile Report.
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CASE STUDY CONTINUED ...

The 2023-2027 Aboriginal Employment Strategy articulates a roadmap to achieve a target of 3.5% of
the workforce being Aboriginal. Key features of the new strategy include:

aligning employment targets to LGA Aboriginal population rates instead of a single, one-size-fits-
all target. This has energised campuses, encouraging local ownership of their target and fuelling
their ambition to meet and exceed it

introducing end-to-end case management in recruitment, including for Aboriginal Identified and
targeted roles

re-designing recruitment advertising to feature Aboriginal staff and tapping into organic sharing of
posts by family and community networks

encouraging participation in TAFE NSW'’s Paid to Learn program, which supports newly recruited
teachers to study the Certificate IV in Training and Assessment

designing new customer-centred ways of working across the employment lifecycle
introducing Aboriginal Employment Advocate roles to provide new staff with ongoing support
providing Aboriginal employees with new career development opportunities and pathways

supporting TAFE NSW'’s Aboriginal Staff Network and celebrating long-serving staff.

Accelerating progress towards equity and inclusivity

Since March 2023, there’s been a 16% increase in Aboriginal staff. TAFE NSW'’s Aboriginal Staff
Network has been revitalised, holding its first-ever conference. The new strategy is accelerating TAFE
NSW'’s progress towards a more diverse, equitable and inclusive workplace. This will enable TAFE
NSW to engage more effectively with learners and provide culturally responsive vocational education
and training that meets the needs of communities across NSW.
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Our work environment

Our workplaces should support the wellbeing of all employees.
The public sector aims to evolve our work environments to reflect
our values and provide safe, healthy and flexible settings. Bullying,
discrimination, sexual harassment and racism will not be tolerated.

Work health and safety

Managing work health and safety (WHS) involves addressing risks to the health and safety of everyone
in a workplace. ‘Health’ includes both physical and psychological aspects.

SafeWork NSW is committed to improving the physical and psychological health and safety standards in
NSW workplaces and to creating a strong culture of safety practices (SafeWork NSW 2024 a).

This year, SafeWork NSW introduced a 5-year strategic plan to keep workers both physically and mentally
safe (SafeWork NSW 2024a). The plan adopts the national targets and actions for reduced worker
fatalities, injuries and illnesses that are set in the Australian Work Health and Safety Strategy 2023-33.

SafeWork NSW'’s strategic plan will continue to prioritise psychosocial health and safety, focusing on
eliminating sexual harassment in the workplace by improving existing tools and programs. National
data indicated a 28% increase in workers compensation claims for mental health conditions between
2007-08 and 2019-20 (SafeWork NSW 2024b).

Employers have an explicit duty to manage psychosocial hazards at work since the changes under the
Work Health and Safety Amendment Regulation 2022. These changes mandate the management of
psychosocial risks in the workplace. The regulation defines ‘psychosocial hazard” and ‘psychosocial
risk’, and specifies control measures that people conducting a business or undertaking are required to
implement to manage those risks (SafeWork NSW n.d.).

It is crucial for employers to address psychosocial hazards by fostering a healthy work environment and
implementing strategies to manage and reduce workplace stress.

Employee perceptions of health and safety, 2024 vs 2023

®)

64.9%

favourable
66.3% in 2023

Overall, employee perceptions of health and safety decreased by 1.4pp, after a 3pp decline between
2022 and 2023. Confidence in prompt WHS issue resolution decreased by 1.3pp after a significant 6pp
drop from 2022 to 2023.
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Health and safety confidence question, 2021-24
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Source: People Matter Employee Survey (2021-24)

Flexible working arrangements

Flexible working arrangements have been a priority since in 2016 and have assisted the NSW
government sector in attracting and retaining talented people, particularly people with carer
responsibilities and other commitments outside of work.

In August, the NSW Government Sector Workplace Presence Circular was published. COVID-19
disrupted conventional work practices economy-wide and highlighted the important work that
government sector agencies deliver for the community. The circular provides guidance to government
sector agencies about employees working principally in an approved workplace, office or worksite.

There are many ways to achieve flexibility in the workplace, such as part-time roles, job-share
arrangements, compressed hours, purchased leave, variations to starting and finishing times and career
breaks (Premier’s Department 2024).

According to the People Matter survey, the top 3 flexible working arrangements in 2024 are:
* flexible start and finish times
* working from home

» working from different locations.
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Employee use and perceptions of flexible working arrangements, 2024 vs 2023
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Source: People Matter Employee Survey (2023, 2024)

This year there has been an increase in both the use of and satisfaction with flexible working
arrangements. Employees’ use of flexible working arrangements increased by 1.8pp and satisfaction
with flexible working arrangements increased by 1.5pp. Offering flexible working arrangements can
enhance employee productivity and retention. There is a strong correlation between satisfaction

with flexible working arrangements and employee engagement. Employees using flexible working
arrangements reported an overall engagement score of 63.9, while those without such arrangements
scored 57.9.

Frontline employees had less access to flexible work given the duties of their roles. Only 47.1% of
frontline employees who responded to the survey were satisfied with their ability to access and use
flexible working arrangements, compared to 76.3% of non-frontline employees.

Employee use and perceptions of flexible working arrangements,
frontline vs non-frontline, 2024
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Source: People Matter Employee Survey (2024)
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Creating positive workplace environments

Negative workplace behaviours have detrimental effects at both the individual and organisational levels,
and undermine efforts to create positive and productive workplaces.

According to this year’s People Matter survey, negative workplace behaviours in the sector remained
largely unchanged from last year. The percentage of respondents reporting they experienced
discrimination fell by 1.7pp and reported racism fell by 1pp.

Negative workplace behaviours, 2024 vs 2023

Negative workplace behaviour 2(?,/33 2(00/02)4 diff:r?ance
Aware of misconduct 14.3 14.1 -0.2
Witnessed bullying 20.6 21.1 0.5
Experienced bullying 13.2 13.6 0.4
Witnessed sexual harassment 2.5 2.6 0.1
Experienced sexual harassment 51 5.0 -0.1
Experienced threats or physical harm 9.6 9.8 0.2
Witnessed discrimination - 1.6 -
Experienced discrimination 10.1 8.4 1.7
Witnessed racism - 8.4 -
Experienced racism 5.0 4.0 -1

Bullying
Bullying is defined as ‘repeated unreasonable behaviour directed towards a worker or group of workers’

(People Matter survey 2024). Reasonable feedback on work performance, delivered in an appropriate
manner, is not bullying.

Reducing negative behaviours such as bullying is essential for fostering positive workplace
environments and enhancing inclusion. Although rates of bullying in the sector have decreased over
time, it remains a significant issue that requires continued focus and proactive measures to reduce
occurrences to zero.

People Matter survey results for bullying remained stable in 2024, with 21.1% of respondents indicating
they had witnessed bullying in the last 12 months, and 13.6% indicating they had experienced bullying.
One in 2 respondents who had experienced bullying reported their experience of bullying, of which 26%
indicated their complaint was resolved to their satisfaction.
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Rates of self-reported experienced and witnessed bullying, 2020-24
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Rates of self-reported experienced bullying, by employee group, 2024 vs 2023
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Note: 2023 data is not available for LGBTIQA+ people. This is due to a change in the question set to align with the ABS standard.
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Frontline employees experience higher rates of bullying compared to non-frontline employees. In this
year’s People Matter survey, 15.4% of frontline employees reported experiencing bullying, compared to
11.6% of non-frontline employees.

As shown in the previous graph, bullying disproportionately affects individuals with certain demographic
characteristics. Non-binary employees reported the highest rate of bullying at 25.4%. Additionally,
24.5% of respondents with disability reported experiencing bullying. The rates of bullying reported by
Aboriginal and Torres Strait Islander employees increased by 0.6pp in 2024, reaching 20%.

Zero tolerance of bullying is more likely to be achieved where a proactive, systemic approach is taken to
a range of workforce management and workplace culture factors. Bullying can cause both psychological
and physical harm, making it a risk to employee health and safety (Safe Work Australia n.d.). Changes

to the Work Health and Safety Amendment Regulation 2022 mean employers have an explicit duty to
manage psychosocial hazards, including bullying and other harmful behaviours, at work.

Discrimination and racism

Discrimination occurs when a person or group is treated less favourably than others due to their
background or certain personal characteristics. Racism refers to prejudice, discrimination or hatred
directed at someone because of their colour, ethnicity or national origin.

Racism and unlawful discrimination are never acceptable. It is crucial to understand these experiences
among employees to reduce the incidence of these harmful workplace behaviours towards zero.

In this year’s People Matter survey, 8.4% of employees indicated experiencing discrimination, representing
a decrease of 1.7pp from last year. Nearly one-third of respondents who experienced discrimination
reported their experience, of which 20% were satisfied with how their complaint was handled.

Discrimination disproportionately affects individuals based on employee attributes. The most frequently
reported type of discrimination was race-based discrimination, accounting for 28.4% of incidences. This
was followed by discrimination based on employment activity (22.1%) and age (22.0%).

Gender-based discrimination is adverse conduct directed at, or that affects, a person at work because
of their gender, sex or sexuality, or because they do not adhere to socially prescribed gender role
(SafeWork NSW 2023).

Within this category, 14.7% of respondents indicated that the discrimination they experienced was
due to gender identity, reflecting a 2.3pp fall from 2023. This positive trend may be attributed to the
implementation of workplace gender affirmation policies and support from LGBTIQA+ employee networks.

The proportion of Aboriginal and Torres Strait Islander respondents reporting that they experienced
discrimination based on one or more attributes was 16.6%, compared to 8.4% of overall public
sector respondents.

The following graph shows employee experiences of discrimination by age for those that reported
discrimination, highlighting the top 5 attributes reported. For employees aged 65 years, 61.2% of
respondents identified age as the basis for their discrimination. High rates of reported age discrimination
also occurred for employees aged 15 to 24 years (36.8%) and 55 to 64 years (38.1%).
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Employee experiences of discrimination by age, 2024
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Note: The question asked respondents who had selected they had experienced discrimination to select the attributes the
discrimination was based on. Respondents could select more than one attribute from a list of 16 attributes. The attributes shown
were the top 5 reported.

Positively, reported experiences of racism declined this year, from 5.0% to 4.0% (People Matter survey
2024).8 Achieving zero tolerance towards racism is a high priority in the sector and linked to Closing the
Gap Priority Reform 3: Transforming government organisations and the Aboriginal Employment Strategy
2022-2025. The Office of the Public Service Commissioner in the Premier’s Department leads NSW
public sector anti-racism efforts, implementing initiatives to identify, address and prevent racism in

the sector.

Sexual harassment

Sexual harassment is unwelcome behaviour of a sexual nature that makes a person feel offended,
humiliated or intimidated. This kind of behaviour is unacceptable and cannot be tolerated in any form.
Examples of sexual harassment include unwelcome touching, sexually suggestive comments and
inappropriate staring that may make someone feel intimidated.

People Matter survey results for sexual harassment remained stable in 2024, with 5.0% of respondents
experiencing sexual harassment. Among those who reported their experiences, nearly half indicated
that their complaints were resolved to their satisfaction.

The NSW Government aims to foster safer and more respectful workplaces in NSW.

8 Thisis derived from the survey question, ‘In the last 12 months, have you experienced racism at work’
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SafeWork NSW has introduced the Respect at Work Strategy 2023-2024 to prevent harmful, gender-
based behaviours in workplaces across NSW, focusing initially on sexual harassment. This strategy
aligns with the national Respect@Work Report, which highlights the importance of recognising sexual
harassment as a WHS issue and suggests a shift from a reactive to proactive approach, urging
employers to take preventive measures before sexual harassment occurs (SafeWork NSW 2023).

To support this approach, the Public Service Commissioner has mandated that NSW public sector
agencies implement a sexual harassment prevention policy that meets minimum standards by 1 March
2024 (Public Service Commissioner 2023b). Positively, reporting of sexual harassment increased
according to the People Matter survey, by 3pp to 27.5% in 2024.

Employees who experienced sexual harassment, by gender, 2024 vs 2023

Y of e

Women Men Non-binary
5.7% 3.0% 14.4%
5.6% in 2023 3.3% in 2023 12.5% in 2023

Source: People Matter Employee Survey (2023, 2024)

Employees who experienced sexual harassment by age and gender, 2024
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OUR ORGANISATION

Our organisations

To foster trust in public institutions, it is crucial to prioritise the
interests of the people of NSW when designing and delivering services.
The public expects the Public Service to remain apolitical, with public
servants acting professionally, ethically and impartially (Public Service
Commissioner, Public Service Commission 2023b). Cross-sector agency
collaboration is essential for fostering innovation and developing novel
approaches to addressing complex policy challenges.

Our organisations need to attract and recruit top talent, ensuring that
organisational structures are designed to achieve stated strategies
and missions.

Engendering trust in public institutions

In recent years, there has been significant enhancement of our government’s integrity and transparency
measures. Trust has become increasingly vital for government and public sector leaders as they
navigate uncertain environments.

All NSW government sector employees are required and expected to act ethically, lawfully and in the
public interest. This is achieved by embracing the government sector core values of integrity, trust,
service and accountability.

These core values are underpinned by 18 principles that guide their implementation. Our core values
and principles are collectively prescribed by the GSE Act as the Ethical Framework for the government
sector and are all equally important.
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integrity

» Consider people
equally without
prejudice or favour

» Act professionally
with honesty,
consistency and
impartiality

* Take responsibility for
situations, showing
leadership and
courage

* Place the public

interest over personal
interest

O
020

* Appreciate difference
and welcome learning
from others

Build relationships
based on mutual
respect

Uphold the law,
institutions of
government and
democratic principles

Communicate
intentions clearly and
invite teamwork and
collaboration

Provide apolitical and
non-partisan advice

(o)

a@m

* Provide services
fairly with a focus on
customer needs

» Be flexible, innovative
and reliable
in service delivery

* Engage with the
not-for-profit and
business sectors
to develop and
implement service
solutions

* Focus on quality
while maximising
service delivery

OUR ORGANISATION
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Accountability

* Recruit and promote
employees on merit

Take responsibility for
decisions and actions

Provide transparency
to enable public
scrutiny

Observe standards for
safety

Be fiscally responsible
and focus on efficient,
effective and prudent
use of resources

Source: Code of Ethics and Conduct for NSW Government Sector Employees

The Public Service Commissioner has adopted a new Code of Ethics and Conduct for NSW government
sector employees, effective from 1 November 2024 (Public Service Commissioner 2023c). Government
sector departments and agencies may supplement this new Code with requirements specific to their
operating environment and business risks, but cannot alter or subtract from it.

The new Code provides guidance on a broad range of foundational topics essential for understanding
and compliance when working in the government sector. It also reflects changes introduced by the
Public Interest Disclosures Act 2022 (PID Act).

Positive perceptions of an organisation’s ethical culture are associated with higher levels of employee
engagement, with senior leaders’ commitment to ethics being particularly important for enhancing
perceptions of ethical culture.
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Employees understanding of ethics and values

People Matter survey respondents demonstrated a great sense of purpose and a strong understanding
of ethics and values in the public sector.

The ‘Ethics and values’ topic achieved the highest topic score for the public sector at 80.8%. The 4
highest scoring questions in the survey were from the ‘Ethics and values’ topic.

Employees supported their organisation’s values, and positively perceived its commitment to ethical
behaviours. Awareness of employees’ obligations under the Code of Ethics and Conduct for their
organisation was exceptionally high, at 94.3%.

While ethical leadership is vital for fostering a culture and practice of integrity, it remains an area
for strengthening within the public sector. This year’s People Matter survey revealed that 51.4% of
respondents believed senior executives model the organisation’s values, compared with 54.4% in 2023.°

This year, some of the sector’s most senior leaders completed an applied ethics course through the
Australia and New Zealand School of Government.

Employee perceptions of ethics and values, 2024 vs 2023

o00Oo

80.8%

favourable overall

Source: People Matter Employee Survey (2024)

Question 2024 2023
(% favourable) (% favourable)
My organisation shows a commitment to ethical behaviours 70.7 73.4
| support my organisation’s values 877 875
My senior executives model the values of my organisation 51.4 n/a
| understand what ethical behaviour means within my workplace 93.7 93.2
| would know how to report unethical behaviour if | became aware of it 879 86.4
| am aware of my obligations under the Code of Ethics and Conduct in 94.3 n/a

my organisation

Source: People Matter Employee Survey (2024)

Note: As the 2024 People Matter survey included new questions that contributed to the 2024 overall score, a comparison to
the 2023 overall score was not possible.

9 Note, the questions are not directly comparable due to change in terminology from ‘senior managers’ to ‘senior executives’, but
the change is broadly indicative.
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Misconduct

Misconduct refers to behaviour that is unethical or illegal, or that constitutes a serious offence or a
breach of an agency’s code of conduct. The government sector core values guide employees on what
constitutes ‘misconduct’ in their work.

A strong ‘speak up’ culture that encourages public officials to report wrongdoing is important to ensure
the integrity of the public sector (NSW Ombudsman 2023). The PID Act strengthens the framework for
reporting wrongdoing.

The People Matter survey showed 14.1% of respondents were aware of misconduct at work over the last
12 months, which remained stable.

The types of misconduct they were aware of included:

* breaking workplace rules (over half)

e corruption (over one-third)

* behaviour endangering the health and safety of others (over one-third).

Corruption was defined in the survey as dishonest actions or partial exercise of functions, misuse of
position for personal gain or advantage of others, or misuse of information or resources.

The proportion of respondents who indicated pressure to engage in misconduct was 2.6%. The proportion
of respondents who indicated they were aware of misconduct in their organisation was 14.1%, of which
over half reported it. The top 3 reasons for not reporting included fear of negative consequences (48.4%),
feeling it wouldn’t make a difference (42.1%), and concerns about confidentiality (39.1%).

Proportion of employees who were aware of misconduct, who reported it and who had their
report satisfactorily resolved, 2022-24

0))

N
Aware of Reported Resolved to satisfaction
0) 0) 0)
14.1% 54.6% 38.0%
14.3% in 2023 53.6% in 2023 39.2% in 2023
15.2% in 2022 57.7% in 2022 34.7% in 2022

Source: People Matter Employee Survey (2022-24)

Employees who experienced pressure to engage in misconduct, 2024 vs 2023
Se
0)
2.6%

2.7% in 2023

Source: People Matter Employee Survey (2023, 2024)
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Governance, risk and assurance

Effective corporate governance is essential to the performance, integrity and transparency of agencies.
Corporate governance refers to the processes through which organisations are directed, controlled

and held accountable (NSW Treasury n.d.). Although risk is often perceived negatively, when managed
strategically, it can present opportunities and foster innovation within organisations. Robust internal
audit and risk management practices enhance effective governance and support informed decision-
making (NSW Treasury n.d.).

NSW public sector agencies prepare an annual report to demonstrate their accountability to Parliament,
the government and the public. This report details the agency’s activities and performance and

outlines the application of public resources during the reporting period. A mandatory requirement to
include climate-related financial disclosures within annual reports will commence from the 2024-25
financial year for larger organisations or those likely to have material climate-related risks. Remaining
organisations will commence mandatory disclosures over the next 2 years.

Employee perceptions of decision-making and accountability, 2024 vs 2023

Question 2024 Change from
(% favourable) 2023 (pp)
| have confidence in the decisions my manager makes 70.8 -1.0
People in my organisation take responsibility for their own actions 48.9 1.6
Employee perceptions of risk and innovation, 2024 vs 2023
Question 2024 Change from
(% favourable) 2023 (pp)
| know how to manage risks related to my role 81.4 n/a
My manager encourages people in my workgroup to keep improving 74.4 -0.3
the work they do
My organisation is making improvements to meet future challenges 51.9 -3.4
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Fostering collaboration in the public sector

Among the most significant challenges and opportunities faced by modern government is the cultivation
of a more collective approach and enhancement of cross-sector collaboration. Historically there have
been challenges within the public sector in overcoming siloed approaches across portfolios. NSW

faces significant and complex policy challenges that no single department, agency or portfolio can
address independently.

In part, the drive to increase collaboration is behind the renewal of The Cabinet Office and the
strengthening of central agencies. This year, Investment NSW was returned to the Premier’s Department
to enable seamless coordination across government and to make it easier for people to work together -
including industry, investors and entrepreneurs.

In addition to these broader structural changes, several strategies can be employed to foster cross-
sector collaboration:

» firstly, promoting a culture of openness and transparency, encouraging departments to openly share
information and resources

* secondly, establishing interdepartmental task forces and working groups focused on specific cross-
cutting issues to facilitate collaboration and idea-sharing.

A recent example of this collaborative effort is the ongoing ‘asbestos in mulch’ investigation led

by the Environment Protection Authority (EPA). The EPA has led the investigation, involving other
agencies including the Premier’s Department, and informing the rest of the sector. As a result, the
NSW Government is doubling penalties for environmental crimes, marking the largest amendment to
environmental protection laws since the creation of the EPA in 1991. This will address loopholes and
enhance investigative capabilities.

The People Matter survey results indicate that over 75% of respondents agree that collaboration among
work groups is strong, 55.2% of respondents agree that cooperation between teams in the organisation
is good, and half of respondents agree that senior executives promote collaboration between their
organisation and other organisations they work with.

Employee perceptions of teamwork and collaboration, 2024 vs 2023

e O o
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61.0%

favourable overall

O 2024 Change from
(% favourable) 2023 (pp)

My workgroup works collaboratively to achieve its goals 77.6 -1.2

There is good co-operation between teams across my organisation 55.2 1.3

My senior executives promote collaboration between my organisation and 494 n/a

other organisations we work with

Source: People Matter Employee Survey (2023, 2024)

Note: A comparison to the 2023 overall score was not possible because one of the questions that contributed to the 2024 overall
score was changed.
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Organisational and role design

Organisational and role design involves defining organisational structures, employee roles and
workforce plans to support the business in achieving its objectives. Prioritising people-centred
structures enables organisations to foster an environment conducive to enhanced productivity, reduced
stress, and optimal employee performance.

Continuous improvement in job design, role support and work processes, along with thoughtful
integration of technology, helps to unlock the full potential of both individuals and the organisation.
Employees should be empowered to make informed decisions in their roles, having access to the
necessary resources and support.

In 2024, employee perceptions of job purpose and enrichment remained stable at 71.1%. Perceptions

of role clarity and support varied across different survey questions, with the majority of respondents
acknowledging a clear understanding of job expectations. However, only 53.0% of respondents agreed
they had adequate time to do their job well.

There is a strong correlation between burnout and perceptions of role clarity and support (Public
Service Commission 2023a). As employees’ perceptions of having sufficient support and time to do their
job well increases, their risk of burnout decreases.

Employee perceptions of role clarity and support, 2024 vs 2023

OO
[ a—

64.7%

favourable overall
64.7% in 2023

Question 2024 Change from
(% favourable) 2023 (pp)
| understand what is expected of me to do well in my job 83.9 0.0
| get the support | need to do my job well 64.1 0.6
| have the tools and technology to do my job well 68.0 -0.1
| have the time to do my job well 53.0 0.4
My performance is assessed against clear criteria 557 0.4
| have received the training and development | need to do my job well 63.2 -1.3

Source: People Matter Employee Survey (2023, 2024)

Employees in the public sector should understand how their role aligns with their organisation’s overall
vision, mission and strategy. This understanding helps them see how their work adds value, which in
turn, increases employee engagement.

My manager communicates how my role contributes to my organisation’s purpose,
2024 vs 2023

IR
68.7%

favourable overall
68.3% in 2023
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Recruitment

Recruitment involves attracting, screening and onboarding people. As the largest employer in Australia,
the sector advertised over 47,000 roles in 2024, a 2.6% increase from 2023.

In June 2024, the refreshed NSW Public Service Employee Value Proposition (EVP), titled ‘For your
future state’, was launched to attract employees. It is designed to be flexible so agencies can adapt it to
suit their local operating environment.

Effective recruitment based on merit helps select the best person for the role and supports managers in
making informed decisions. The time to hire increased to 43.1 days, from 37.7 days in 2023.

Number of roles advertised, 2024
/
47653

Source: Recruitment data collection (2024)
Average time to hire for roles with single openings, 2020-24

50.0 47.0

43.1 43.1
45.0 40.1

40.0 37.7
35.0
30.0
25.0
20.0
15.0
10.0
5.0
0.0

Time to hire (days)

2020 2021 2022 2023 2024
Year

Source: Recruitment data collection (2020-24)

Employee perceptions of recruitment, 2024 vs 2023

Question 2024 Change from
(% favourable) 2023 (pp)

My organisation follows a merit-based recruitment process 537 n/a

My organisation follows a merit-based promotion process 46.6 n/a

My organisation generally selects capable people to do the job 53.0 1.4

Source: People Matter Employee Survey (2023, 2024)
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Workforce mobility

A mobile workforce allows for quick resource redeployment, matching priorities, and adapting
effectively to change. It helps place the right person in the right job quickly and may introduce innovative
ideas and practices into a workplace.

Employee mobility is key to developing leadership capability, providing enriching careers and retaining
expertise. In the 2024 People Matter survey, 41.5% of employees considered moving to another role
within the sector, which was stable compared with last year; however, only 2.0% moved agencies
during that time (Workforce Profile 2024). There is scope to boost mobility as the GSE Act provisions
remain underutilised.

Employees considering another role within the sector, 2024 vs 2023

Co

41.5%

41.2% in 2023

Source: People Matter Employee Survey (2023, 2024)

Employee perceptions of the barriers to moving to another role, 2024 vs 2023

Question 2024 (%) 2023 (%)
Personal/family considerations 31.6 30.7
Lack of visible opportunities 29.8 274
Lack of promotion opportunities 28.7 271
Geographic location considerations 26.4 241
The application/recruitment process is too cumbersome or time-consuming 21.9 21.9
Lack of support for temporary assignments/secondments 14.4 13.8
Insufficient training and development 13.9 14.0
Lack of required capabilities or experience 1.4 1.7
Lack of support from my manager/supervisor 11.1 11.1
Other 0.4 9.9
There are no major barriers to my career progression 26.8 281

Source: People Matter Employee Survey (2023, 2024)
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Community satisfaction with NSW Government services

A key measure of the performance of the NSW public sector is the community’s satisfaction with NSW
Government services. Sector agencies aim to deliver services that are easy to use, high quality and
accessible to all.

Employee perceptions of customer service in the People Matter survey show mixed results. Just over
half of respondents agreed that the processes in their organisation are designed to support the best
experience for customers. Overall, 64.2% of respondents agreed that their organisation meets the
needs of the communities, people and businesses of NSW, an increase of 1.5pp from the previous year.

Employee perceptions of customer service, 2024 vs 2023

o)

68.7%

favourable overall

GuEsfar 2024 Change from
(% favourable) 2023 (pp)

| am empowered to make the decisions needed to help customers 67.0 -1

and/or communities

People in my workgroup can explain how our work impacts customers 80.0 -1

My senior executives communicate the importance of customers in our work 62.4 n/a

The processes in my organisation are designed to support the best 56.4 0.6

experience for customers

My workgroup considers customer needs when planning our work 80.9 -1.6

My organisation meets the needs of the communities, people, and 64.2 1.5

businesses of NSW

Source: People Matter Employee Survey (2023, 2024)

Note: A comparison to the 2023 overall score was not possible because one of the questions that contributed to the 2024 overall
score was changed.

The NSW Government’s Centre for Economic Evidence is developing a Performance and Wellbeing
Framework that will be presented in the 2025-26 Budget. The framework will allow the government

to benchmark the delivery of services and track the overall quality of life of the people of NSW. The
framework will bring together the evidence to make necessary reforms to drive efficient service delivery
and innovative new programs (NSW Government 2024b).
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Driving innovation and future technologies

Innovation in the public sector means creating new and better products, processes, services and
technologies to benefit the people of NSW. Embracing risk can help promote innovation.

We face numerous complex challenges, like climate change, that are affecting planning, investment,
community engagement and technology. Treasury predicts natural disaster costs will increase from
S5 billion in 2020 to at least $15-16 billion by 2060 (NSW Treasury 2021).

The NSW public sector has a proud tradition of innovation. For example, NSW Health embraced and
scaled up emerging technologies like telehealth during the pandemic to support paramedics and
frontline employees to deliver essential services.

Artificial Intelligence (Al) is transforming how we work and the government services we provide for the
people of NSW. It presents significant opportunities to enhance productivity, drive economic growth,
and improve the way we live and work. While the NSW Government must be ready to embrace these
opportunities, we must do so in a safe, ethical and responsible way.

The recently released Al Guidelines encourage responsible Al usage by the public sector workforce,
balancing innovation with safety, while keeping pace with a rapidly evolving technological landscape
(Digital NSW n.d.; Digital NSW 2023).

For example, through the Office of the Chief Scientist and Engineer, there are programs that incentivise
new bushfire technologies'® including Al-driven solutions, and programs to pay small businesses to
prototype innovative solutions where they don't exist yet."

10 Bushfire Technology Pilots Program
11 Small Business Innovation & Research Program
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Driving attraction and retention of essential workers in regional NSW through local support

Towns in regional NSW often lack essential workers such as teachers, police officers and healthcare
workers. The Regional Development team in the Department of Primary Industries and Regional
Development is addressing these shortages through several initiatives to attract and retain essential
workers in regional NSW.

One of these initiatives is the ‘Make the Move’ campaign - a large-scale campaign across metropolitan
Sydney that promotes regional NSW to essential workers. The campaign includes hosting booths at
high-attendance events and a website that provides information about moving to regional NSW.

Making local connections to support retention

The team identified that incentivising essential workers to move to regional NSW is not enough to get
workers to remain there. The team determined that people often leave regional towns due to a lack of
connection to the community.

The Essential Worker Attraction Program addresses this by identifying and providing the key support
essential workers need to move to and stay in regional NSW. Under the program, The Welcome
Experience helps essential workers relocate and settle in by connecting workers and their families
with local people and resources to help them feel at home in regional NSW.

Local Connectors for The Welcome Experience are available in 55 LGAs and can help by:
* supporting workers and their partners to find employment

» connecting workers with key services such as removalists and real estate agencies in their new
location

* recommending schooling or childcare options in their new location
* connecting workers to social, cultural, sports and community organisations in their new location
* providing information on events and activities in town.

The Make the Move website has seen a 50% increase in workers registering to move to regional
NSW. A specific example is the town of Walgett in northwest NSW, which has seen the arrival of 50
essential workers through The Welcome Experience. The town’s St Joseph’s Primary School is fully
staffed for the first time since the COVID-19 pandemic.

NSW Public Sector Report 2024 53



References




REFERENCES

References

Australian Bureau of Statistics (2024a) ‘Table 1: RM1 - Labour force status by age, labour market region
(ASGS) and sex, October 1998 onwards’, [time series spreadsheet], Labour Force, Australia, Detailed,
accessed 17 September 2024.

Australian Bureau of Statistics (2024b) Average Weekly Earnings, Australia, ‘Table 1. Average weekly
earnings, key statistics, ABS website, accessed 26 September 2024.

Australian Bureau of Statistics (2024c) Consumer Price Index, Australia, ABS website, accessed
26 September 2024.

Cooper R and Hill E (2021) ‘Building access to high-quality flexible work’, Gender Equality in Working
Life Research Initiative Insights Series, The University of Sydney, doi:10.25910/X7N1-SA46.

Department of Premier and Cabinet (2023) ‘C2023-05 Crown Employees (Public Sector - Salaries 2023)
Award’, DPC website, accessed 26 September 2024.

Digital NSW (n.d.) Artificial Intelligence (Al), Digital NSW website, accessed 3 December 2024.

Digital NSW (2023) Al Guidelines: Using artificial intelligence in the NSW public sector, Digital NSW
website, accessed 3 December 2024.

Diversity Council Australia (2017) Business case for diversity and inclusion, DCA website, accessed
3 December 2024.

Gallup (2022) Percent Who Feel Employer Cares About Their Wellbeing Plummets, Gallup website,
accessed 3 December 2024.

Gallup (2024 4a) The importance of employee recognition: low cost, high impact, Gallup website, accessed
3 December 2024,

Gallup (2024b) Employee retention depends on getting recognition right, Gallup website, accessed
3 December 2024.

Infinite Potential (2024) The State of Workplace Burnout Report 2024, Infinite Potential website, accessed
3 December 2024.

NSW Government (2023a) NSW Government announces landmark industrial reforms [media release],
NSW Government, accessed 3 December 2024,

NSW Government (2023b) NSW Budget 2023-24 - Gender Equality Budget Statement, NSW Government
website, accessed 3 December 2024.

NSW Government (2024a) Inaugural appointees to the restored Industrial Court of NSW [media release],
NSW Government, accessed 3 December 2024.

NSW Government (2024b) NSW Budget Papers 2024-25 - Performance and Wellbeing - Consultation
Paper, Budget website, accessed 3 December 2024.

NSW Ombudsman (2023) What is a public interest disclosure?, NSW Ombudsman website, accessed
4 December 2024.

NSW Public Sector Report 2024 55


https://www.abs.gov.au/statistics/labour/employment-and-unemployment/labour-force-australia-detailed/jun-2023
https://www.abs.gov.au/statistics/labour/earnings-and-working-conditions/average-weekly-earnings-australia/latest-release
https://www.abs.gov.au/statistics/labour/earnings-and-working-conditions/average-weekly-earnings-australia/latest-release
https://www.abs.gov.au/statistics/economy/price-indexes-and-inflation/consumer-price-index-australia/latest-release
https://www.digital.nsw.gov.au/policy/artificial-intelligence
https://www.digital.nsw.gov.au/article/ai-guidelines-using-artificial-intelligence-nsw-public-sector#:~:text=The%20NSW%20Government%20has%20recently%20released%20AI%20Guidelines,keeping%20pace%20with%20a%20rapidly%20evolving%20technological%20landscape.
https://www.dca.org.au/di-planning/getting-started-di/business-case-diversity-inclusion
https://www.gallup.com/workplace/390776/percent-feel-employer-cares-wellbeing-plummets.aspx
https://www.gallup.com/workplace/236441/employee-recognition-low-cost-high-impact.aspx
https://www.gallup.com/workplace/650174/employee-retention-depends-getting-recognition-right.aspx
https://infinite-potential.com.au/the-state-of-burnout-2024
https://www.nsw.gov.au/media-releases/nsw-government-announces-landmark-industrial-reforms
https://www.nsw.gov.au/sites/default/files/noindex/2023-09/2023_24_Gender_Equality_Statement.pdf
https://www.nsw.gov.au/media-releases/inaugural-appointees-to-restored-industrial-court-of-nsw
https://www.budget.nsw.gov.au/2024-25/budget-papers/performance-and-wellbeing#foreword
https://www.budget.nsw.gov.au/2024-25/budget-papers/performance-and-wellbeing#foreword
https://www.ombo.nsw.gov.au/guidance-for-organisations/public-interest-disclosures/pid-guidlines-for-agencies/what-is-a-public-interest-disclosure-nsw-ombudsman

REFERENCES

NSW Treasury (n.d.) Governance, risk and assurance, NSW Treasury website, accessed 3 December 2024.

Prosci (2024) Best practices in change management, Prosci website, accessed 3 December 2024.

Premier’s Department (2024) C2024-03 NSW Government Sector workplace presence, Administrative
Requirements Portal, accessed 9 December 2024.

Public Service Commission (2023a) Understanding burnout in the NSW public sector, PSC website,
accessed 3 December 2024.

Public Service Commission (2023b) State of the NSW Public Sector Report 2023, PSC website, accessed
4 December 2024.

Public Service Commission (2024) Code of Ethics and Conduct for NSW Government Sector Employees,
PSC website, accessed 16 December 2024.

Public Service Commissioner (2023a), Public Service Commissioner Direction No 1 of 2023, PSC website,
accessed 4 December 2024.

Public Service Commissioner (2023b), PSCC 2024-02 Code of Ethics and Conduct for NSW Government
Sector Employees, PSC website, accessed 4 December 2024

Public Service Commissioner (2024) Workplace adjustments policy Direction, PSC website, accessed
4 December 2024.

Qualtrics (2024) 2025 Global Employee Experience Trends, Qualtrics website, accessed 3 December 2024.

Safe Work Australia (n.d.) Bullying, Safe Work Australia website, accessed 3 December 2024.
SafeWork NSW (n.d.) Mental health, SafeWork NSW website, accessed 3 December 2024.

SafeWork NSW (2023) SafeWork NSW Respect at Work Strategy 2023-2027 - Summary and Action Plan,
SafeWork NSW website, accessed 3 December 2024.

SafeWork NSW (2024 a) The five year plan to secure safe and healthy workplaces in NSW [media release],
SafeWork NSW, accessed 3 December 2024.

SafeWork NSW (2024b) Strategic Plan 2024-29, SafeWork NSW website, accessed 3 December 2024.

State of New South Wales (NSW Treasury) (2021) 2021-22 NSW Intergenerational Report, accessed
4 December 2024.

Workplace Gender Equality Agency (n.d.) Flexible Work, WGEA website, accessed 3 December 2024.

World Health Organization (2019) Burn-out an “occupational phenomenon”: International Classification of
Diseases, WHO website, accessed 3 December 2024,

56 NSW Public Sector Report 2024


https://www.treasury.nsw.gov.au/information-public-entities/governance-risk-and-assurance
https://www.prosci.com/blog/change-management-best-practices
https://arp.nsw.gov.au/c2024-03-nsw-government-sector-workplace-presence
https://www.psc.nsw.gov.au/culture-and-inclusion/workplace-culture/burnout-in-the-workplace/understanding-burnout-in-the-nsw-public-sector
https://www.psc.nsw.gov.au/assets/psc/PSC-2023-State-of-the-NSW-Public-Sector-Report.pdf
https://arp.nsw.gov.au/assets/ars/attachments/NSW-PSC-Code-of-Ethics-and-Conduct.pdf
https://www.psc.nsw.gov.au/sites/default/files/2023-05/Public%20Service%20Commissioner%20Direction%20No%201%20of%202023.pdf
https://arp.nsw.gov.au/pscc-2024-02-code-of-ethics-and-conduct-for-nsw-government-sector-employees/
https://arp.nsw.gov.au/pscc-2024-02-code-of-ethics-and-conduct-for-nsw-government-sector-employees/
https://www.psc.nsw.gov.au/assets/psc/documents/Workplace-adjustments-factsheets/Public-Service-Commissioner-Direction-1-of-2024.pdf
https://www.qualtrics.com/ebooks-guides/employee-experience-trends/
https://www.safeworkaustralia.gov.au/safety-topic/hazards/bullying
https://www.safework.nsw.gov.au/hazards-a-z/mental-health
https://www.nsw.gov.au/sites/default/files/2023-11/respect-at-work-strategy-summary-and-action-plan.pdf
https://www.safework.nsw.gov.au/news/safework-media-releases/the-five-year-plan-to-secure-safe-and-healthy-workplaces-in-nsw
https://www.safework.nsw.gov.au/__data/assets/pdf_file/0006/1333572/safework-nsw-strategic-plan-2024-2029.pdf
https://www.treasury.nsw.gov.au/sites/default/files/2021-06/2021-22_nsw_intergenerational_report.pdf
https://www.wgea.gov.au/flexible-work
https://www.who.int/news/item/28-05-2019-burn-out-an-occupational-phenomenon-international-classification-of-diseases
https://www.who.int/news/item/28-05-2019-burn-out-an-occupational-phenomenon-international-classification-of-diseases




Premier’s Department

More information

WWW.Nnsw.gov.au

Copyright
© State of New South Wales (Premier’s Department) 2024

Unless otherwise stated, the contents of this publication
are licensed under the Creative Commons Attribution
4.0 Licence, except as noted below. Terms and
conditions of the licence can be viewed at https:/
creativecommons.org/licenses/by/4.0/legalcode.

(cc i)
Please give attribution in the following form:
© State of New South Wales.

NSW

GOVERNMENT

Contact us

T 9228 5555
E nsw-psr@premiersdepartment.nsw.gov.au

This report can be accessed online at:

www.nsw.gov.au/departments-and-agencies/premiers-department

Material not licensed under the Creative Commons Licence

The following material is not licensed under the
Creative Commons 4.0 Licence.

1. The State’s Coat of Arms or any other symbols,
logos or trademarks of the State of NSW or of any
department or agency of the State (unless incidentally
reproduced on an unaltered copy of this document).

2. Any third-party material (whether or not identified as such)
unless expressly stated to be published under the Creative

Commons Licence.

3. Personal information, including photographs of people.

Disclaimer

The Premier’s Department does not guarantee or warrant,
and accepts no legal liability whatsoever arising from

or connected to, the accuracy, reliability, currency or
completeness of any material contained in this publication.

Cs1467


https://creativecommons.org/licenses/by/4.0/legalcode
https://creativecommons.org/licenses/by/4.0/legalcode
https://creativecommons.org/licenses/by/4.0/

	dbedbedda68f9a15ACLX229
	dbedbedda68f9a15ACLX230
	dbedbedda68f9a15ACLX293
	dbedbedda68f9a15ACLX249
	dbedbedda68f9a15ACLX250
	dbedbedda68f9a15ACLX251
	dbedbedda68f9a15ACLX252
	dbedbedda68f9a15ACLX254
	dbedbedda68f9a15ACLX255
	dbedbedda68f9a15ACLX256
	dbedbedda68f9a15ACLX257
	dbedbedda68f9a15ACLX258
	dbedbedda68f9a15ACLX259
	dbedbedda68f9a15ACLX260
	dbedbedda68f9a15ACLX261
	dbedbedda68f9a15ACLX262
	dbedbedda68f9a15ACLX264
	dbedbedda68f9a15ACLX265
	dbedbedda68f9a15ACLX269
	About this report
	How to read the data discussed in this report
	People Matter Employee Survey
	Workforce Profile 
	Geography

	Areas of government covered in this report
	Acknowledgements

	Foreword 
	Our structure
	Headcount and full-time equivalent employees
	Structure of the NSW public sector
	Employment by NSW region
	Key occupations

	Our people
	Employee engagement
	What is driving employee engagement across the sector?
	Wellbeing
	Communication and change management
	Effective leadership and trust
	People management

	Learning and development
	Inclusion and diversity
	People with disability
	Aboriginal and Torres Strait Islander peoples

	Tenure and intention to stay
	Industrial relations reform
	Remuneration
	Gender equality and the gender pay gap


	Our work environment
	Work health and safety
	Flexible working arrangements 
	Creating positive workplace environments 
	Bullying
	Discrimination and racism
	Sexual harassment


	Our organisations
	Engendering trust in public institutions
	Employees understanding of ethics and values
	Misconduct

	Governance, risk and assurance
	Fostering collaboration in the public sector
	Organisational and role design
	Recruitment
	Workforce mobility
	Community satisfaction with NSW Government services
	Driving innovation and future technologies

	References

