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The chart below shows where your organisation’s score for each question sits in comparison with the scores of your comparator group.
Average % Is the average percentage agreement for each question for your comparator organisations (excluding your own result).

Percentage agreement This line presents the range of results across all comparator organisations on each question. The green dot shows the
result for your organisation. Each gray dot represents the result for another organisation in your comparator group. Organisations will only be
represented on this line if their result falls within the chart's range (ie excludes outliers).

Quartile rank The quartile ranking provides an indication of your results in relation to your comparator group. If your quartile rank is 1, your
results put you into the top 25% of organisations in your comparator group. A quartile ranking of 4 indicates that you are in the bottom 25% in
your comparator group.
Green and red colouring of quartiles 1 and 4 highlight where your organisation has performed substantially better or worse, respectively, than
your comparator organisations.
* If your resultis in quartile 1 and your organisation’s result is greater than or equal to 5% above the comparator group average then the
quartile rank will be coloured green.
* Ifyourresultis in quartile 4 and your organisation’s result is 5% or more below the comparator group average then the quartile rank will
be coloured red. Note: 5% has been used to symbolise practical rather than statistical significance.

All 2015 Average % is the average of all organisations participating in 2015 and includes your own result,

Rasults for comparator organisations All 2015
Average* Percentage agreement D._H_H_o Average*
% 50% 100% %

85 i i 91
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People Matter

figibin

Executive Summary

The State Service Act 2000 establishes values and principles to guide conduct and performance within the Tasmanian State Service (TSS). The People Matter Survey
measures your employees’ perceptions of how well your organisation is performing in applying those values and principles. The survey also measures how engaged and
satisfied your employees are, workplace wellbeing, employee commitment, and employee perceptions of how well change is managed.

This report contains the results of your 2015 People Matter Survey.

Contents of this report
The report is divided into two sections:

Summary ~ contains workforce prafile and summary results for key indices and your highest and lowest scoring results.
Detailed results — contains results for each of the questions in the survey.

Appendices provide additional information and explanatory notes.

More information and assistance

SSMO has adapted a separate document from the Victorian Public Sector Commission, Responding to your People Matter Results, which can assist you with
understanding your report and taking action on your results. It is available on the SSMO website(www.dpac.tas.gov.au/divisions/ssmo)

Please contact people.matter@dpac.tas.qov.au for further information or to provide feedback on this report.
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Reading the results

For most of the questions in the survey, respondents are asked to select an answer from a small number of set responses. Different response scales are used within the
survey for different types of questions. Each set requires a slightly different way of reading and interpretation.

Yes/No

Interpreting the ‘yes' and ‘no’ responses is reasonably straightforward as they provide a clear answer ta the question asked. However you should note that a ‘yes' answer
is not always positive. For example, a 'yes’ response in answer to 'the question have you been bullied?’ is a cause for concern and action.

The ‘don’t know’ answers mean that the respondent does not know if what they have experienced fits with what the question is about. In other words, the respondent is
unclear about definitions. The ‘don’t know' responses are worth paying attention to. In most instances, the fact that the respondent doesn’t know if they have experienced
something (such as receiving feedback) is significant. In the example given here, if someone doesn’t know whether or not they have been given feedback, then it is likely
that whatever feedback they have been given has been poorly delivered and probably ineffectual.

Agreement 1 (including don’t know)

In all questions with this set of answers, ‘agree’ and ‘strongly agree’ produce a positive result. The larger the percentage, the better. Conversely, ‘disagree’ and ‘strongly
disagres’ responses represent a negative result. The larger the percentage for these options, the greater the cause for leadership concern and the need for leadership
action.

Itis also important to consider the ‘don't know' responses. Having staff who do not know, for example, whether or not the workgroup strives to achieve customer
satisfaction, or whether or not they should avoid conflicts of interest in their work, represents a risk. A large number of ‘don’t knows’ to these questions should be a cause
for leadership concern and a prompt for leadership action (usually involving making staff aware of a particular practice).

Agreement 2 (including neither agree nor disagree)

Survey questions about employee engagement do not allow respondents to select ‘don’t know'. Instead, there is the opportunity to say that they 'neither agree nor
disagree’ with the statement.

The percentage of respondents who select the *neither’ option is significant. They represent staff who could easily go either way in terms of being committed to, and willing
to go the extra mile for, the organisation. This is particularly significant if the organisation is about to experience difficult times (such as major organisational change) which
may place extra demands on staff.

In terms of leadership responses, actions should be developed to address both the disengaged (people who ‘disagree’ or 'strongly disagree’ with the statements) and
those who could easily become disengaged (people who neither agree or disagree). Both groups represent a risk for the organisation, while the latter group represents an
opportunity to strengthen the organisation.
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m.:mmmm_:m_.: index

Employee engagement refers to the extent to which employees are committed to their organisation’s goals and values, motivated to contribute to organisational success
and able at the same time to enhance their own sense of wellbeing.

A suite of five questions relating to employee engagement was introduced to the survey in 2013, These questions were developed from research by the UK Civil Service.
The index measures five key aspects that an engaged employee should exhibit: pride, advocacy, attachment, inspiration and motivation.

The higher the index, the higher the level of engagement your staff have with the organisation. VPSC research shows that higher levels of engagement are related to more
positive results in a range of areas, including integrity, responsiveness and commitment to the organisation. Research also shows that perceptions of leadership and
change management is the strongest driver of employee engagement.

Satisfaction
This set of answers are offered as response options for a set of questions about job satisfaction,

Generally, a positive result is one where there is a large percentage of staff indicating that they are ‘satisfied’ or ‘very satisfied’, and a small percentage of staff indicating
that they are 'dissatisfied' or ‘very dissatisfied', with different aspects of their working environment.

As with the question about engagement, there is no 'don’t know’ option in this answer set. There is a ‘neither' option. Again, the percentage of staff who select the ‘neither’
option should be of interest to organisational leaders. Job satisfaction is a driver for:
* performance (people who are more satisfied are likely to perform better); and

e commitment (people who are more satisfied are likely to remain loyal to the organisation, even in the face of difficulties or altemative employment opportunities).
People who are ‘neither satisfied or dissatisfied’ may not be performing to their full potential and they may not be as committed to the organisation as they could be. In
other words they represent an opportunity for improving the organisation’s performance and exposure to workforce risks.
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Organisations included in your organisation’s comparator group

This table presents the other Tasmanian State Service organisations that your organisation has been compared against.

The organisations that have been grouped together have been considered to be of relatively similar structure and size.

Current year
Department of Justice v i
‘Department of Police and Emergency Management T v
‘Department of Primary Industries, Parks, Water and Environment T
‘Department of State Growth Tttt Ty
‘Department of Treasury and Finance TTTTTTTTTTTTTTT VR .
Tasmania Fire Senice

TasTAFE v

Please note that the comparator group only includes organisations who have met the minimum requirements to generate reports. To be included in the comparator
group, organisations must have received at least ten responses, and a response rate of more than 10 per cent (Macquarie Point Development Corporation and the
Integrity Commission have been provided with an exemption from this rule).
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Profile of respondents

The following tables may be used to compare the profile of People Matter Survey respondents against your whole organisation . Confidence in the results increases with
the number of responses, the response rate, and the closer the profile of respondents is to your workforce profile.

Questionnaires Questionnalres Response rate Margin of error
returned distributed %
Department of Premier and Cabinet 238 376 63 4%
Comparator organisations 2,438 5,464 45
All 2015 participating organisations 8,380 28,072 30
Count % GCount % Count %
Gender Working arrangements Country of birth
Female 138 58 Full-time 188 B3 Born in Australla 209 88
Male 25 40 Part-ime : 40 17 Born overseas in a country where English is a 21 9
Undisclosed 5 2 L ) primary language
Length of service in organisation Bormn overseas in other country 8 3
Age 2 years ot less 67 28
15-24 years 4 2 3.5 years 46 19 Language other than English spoken at home
25-34 years 48 20 e-10years 61 % No 0 i
35-44 years 62 28 11-20 years 53 22 e 8 9
45-54 years 84 35 21 years or more 11 5  Whichlanguage
- Italian 1 13
8564 years 39 16 Length of service in Tasmania State Service
65-74 years 1 0 Cther 7 88
2 years or less 27 11
Highest formal fevel of education completed
Gross base salary 3-5 years 24 10
Doctoral Degree lavel 6 3
Less than $35,000 1 0 6-10 years 62 28 Mastor D el By o
egree level
$35,000 - $44,999 1 0 11-20years 80 34 el
Graduate Diploma or Graduste Certiflcate leval 50 21
$45,000 - $54,998 13 6 21 years or more 45 19
Bachelor Degree level incl. honours degress 76 32
$55,000 - $64,900 35 15  Management responsibilities
Advariced Diploma or Diploma level 26 1
$65,000 - $74,999 24 10 Manager 77 32
Certificate level, including trade 23 10
$75,000 - $84,999 25 11 Not Manager 161 68
$85.000 - $94.999 iE N Year 12 or equivatent (VCE/Leaving certificale) 19 8
ST Mariage other managers Less than year 12 or equivalent 17 7
$95,000 - $104,999 38 15 No 213 80
$105,000 - $114,899 20 Yes 25 "

$125,000 - $134,999 8

w
m:m.occ.m‘_mb.mmw ,_m m
m
$135,000+ 13 6



Profile of respondents continued

Disability
No
Yes

Formally disclosed disability
No
Yes

Adjustments or other accommodations
Yes

Type of adjustment required
Furniture
Software
Warking arrangements

Experlence of reasonable adjustments

The adjustments | needed were made and
the process was satisfactory

Count

227
1

95

45
55

100

43
14
43

Workplace location
North
North West
South

Area or type of work
Administrative support/clerical
Corporate Services
Exerclsing regulatory authority
Legal
Other
Other service delivery work
Policy
Program design and/or management
Research
Scientific/ Technical

Service delivery involving direct contact with
the general publfic

Future career
Continuing in the State Service
Don't know

Qutside the tabour market .e.g (returning to
study, retiring, personal reasons)

The community/non-government sector
The private sector

Count

10

226

29
55

18

170
45
13

%

95

12

= N
.‘Ak“:mhu-xm

06 o

71
19

Aboriginal andfor Torres Strait Islander
Aboriginal or Torres Strait Islander
Non ATSI
Prefer not to say

Primary daily carer
Not applicable
Yes, Child or children
Yes, Elderly refatives
Yes, Other person

Skills to work in other TSS agencies
No

Yes

Aware of opportunities in other TSS agencies
No
Yes

Employment type
Casual
Executive contract
Fixed Term

Permanent

Count

226

137
95

231

119
119

13
21
202
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%

95

56
39

97

50
50

85
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Summary Results

This section uses a number of summary measures (or indices) to provide you with a snapshot of your results over time and against comparator organisations. It lets you

see at a glance how your organisation is tracking on key measures such as perceptions of the public sector values and employment principles, workplace wellbeing and
managers, leaders and workgroups.

The indices provide a summary measure (average percentage agreement) of all the questions within that group. The indices of the public sector values, the employment
principles, workplace wellbeing and change management are constructed from the questions that have been designed to measure that concept. The results of the
individual questions are shown in the Detailed Results section.

Results for comparator organisations All 2015
Avg.*
2015 Average* Average percentage agresment D”_M-ﬂ_m Average*
% % 50% ) 100% %
Providing the best standards of service and advice (Responsiveness) 04 20 1 91
Earning and suslaining public trust (Integrity) BB 85 1 86
Acting objectively (Impartiality) 88 79 1 81
Accepting responsibility for decisions and actions {Accountability) 82 77 1 78
Treating others fairly and objectively (Respect) 87 80 E 8
Actively implementing, promoting and supporting the values {Leadership) 86 77 1 79
Choosing peopte for the right reasons (Merit) 82 74 1 77
Respecting and balancing people’s needs (Fair and reasonable freatment) 88 81 1 82
Providing a fair go for all (Equal emplayment opportunity) 88 86 3 20
Resolving Issues fairly (Avenues of redress) 23 75 1 L
Developing a career in the Public Service (Development of a career Public Service is fostered) 1)) 87 2 86
Workplace wellbeing 83 81 2 82
Change management T0 57 o= | 63

* The averaga percentage agreement sums the *Agree” and “Strongly agree® responsos as 2 percentage of all responses, excluding "Don't know" responses.
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Management indices

The management indices (my manager, leadership and change management, my workgroup and my contribution) are constructed from all the individual questions that
naturally group together. These indices are explained in Appendix A.

Average percentage Resuits for comparator organisations
agreement All 2015
2015 Average Average percentage agreement O_h-”ﬂ_m Average
% % 50% 100% %
Leadership and change management 85 50 | 57
My manager 87 81 i 82
My workgroup 88 83 2 84

My contribution 92 90 2 91
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Job Satisfaction and Engagement

Research has indicated that job satisfaction may be positively linked to an organisation's performance and negatively linked to absenteeism and employee turnover.

Average percentage
satisflad* Results for comparator organisations All 2015
2015 Average Percentage satisfiod* Quartlie Average
% % 30% 100% E:.Wl Y
Qverall job satisfaction 79 69 = 73
* The 'Percentage satisfied’ measure sums ‘Satisfied" plus 'Strongly Satisfied" responses as a percentage of total responses.
Average percentags Results for comparator organisations
agresment All 2015
2015 Average* Average percentage agreement D:ﬂw.ﬂ_m Average
% % 50% 100% %
| view my organisation as an employer of choice 82 a0 2 81

an indication of your employees’ commitment to th

The employee engagement index provides
shows that higher levels of engagement are related to mo

e organisation’s goals and values and their motivation to contribute to the
organisation’s success. Research

re positive results in a range of areas, including integrity and responsiveness.

Engagement
u?maax Resulis for comparator organisations All 2015
2015 index Engagement index Quartile Index
average 30 100 rank average
Engagement index 57 &3 s 2 66
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This set of figures summarises the basic trend over time and the benchmark comparisons of your organisation on the topics of witnessing and personally experiencing
bullying.

Results for comparator organisations All 2015
Percent ‘yes' of total respondents
2015 Average Average percentage bullying Quartile Average
% % 0% 50% rank* %
Total witnessed bullying at work in the last 12 months: 2 28 4 29
Personally gxperienced bullying at work in the last 12 months: 13 21 1 19

* Quartiling is effectively reversed for bullying. That is, quartiie 1 will have the lowest percentages and quartile 4 will have the highest.

The provision of feedback, particularly informal feedback, has a positive impact on the majority of indicators and individual questions in this report.

Results for comparator organisations Al 2015
Percont 'yes' of total respondents
2015 Average percentage feadback and
Average talking performance Quartile Average
Feedback % % 0% 100% rank %
Effective - Both formal and informal feedback or informal only 86 78 1 80

Other - Formal only ar no feedback 14
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Your highest scoring results

Questions from the values, employment principles and work environment sections for which your organisation scored the highest rate of agreement.

Question Text Questlon Group Percentage

agreement
My workgroup strives to achieve customear satisfaction _»mm_uo:wzm_._mmm a8
| provide help and support to other people in my workgroup Workplace wellbeing 98
I receive help and support from other people in my workgroup Workptace wellbeing 95
My manager Is committed to ensuring customars receive a high standard of service Responsiveness 95
My manager actively expects a high standard of ethical behaviour Leadership 85
1 feel | make a contribution to achieving the organisation’s objectives Workplace wellbeing a5
Intimes of change, | have an obligation to help my work colleagues understand and adapt to the new ways of working Change management 95
My organisation provides high quality services to the Tasmanian community Responsiveness 94
In my organisation, employment arrangements are available to help employees achieve a work-life balance Fair and reasonable trestment 94
I am proud to work in the Tasmanian State Semvice Development of a career Public Service is fostered 23

Your lowest scoring resuits

Questions from the values, employment principles and work environment sections for which your organisation scored the lowest rate of agreement,

Question Text Questlon Group Percentage

agreement
Employee safety is discussed at fegular workgroup meetings Workplace welibeing 50
There is a clear consultation process when change In my organisation is proposed Change management 61
| am provided with the opportunity to Influence changes in my organisation Change managemant 62
i feel that workplace stress does not have a negative impact on my wellbeing Waorkplace wellbeing 64
Communications about change from senior managers are timely and relevant Change management 65
Intimes of change, senior managers provide sufficient information about the putpose of the changes Change management 67
Senior managers provide clear strategy and direction Accountability 69
Senlor managers keep us Informed about how we are tracking against our priorities Leadership 70
| &m confident that [ would be protected from reprisal for reporting Improper conduc! Integrity 73
| am provided with the opportunity to work to my full potential Workplace wellbeing 75

The questions presentad on this page are from the values, employment principles and work environment sections and any sector-specific agrserment question sultes onfy (maximum of 10 questions presented).
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Detailed resulis

This section of the report presents your results for each individual survey item, including detailed responses to the questions underlying the summary indices included in
the executive surmary section. You may wish to investigate themes outside of the assigned headings (eg, personal accountability, perceptions of how supportive the
organisation is, satisfactionfagreement with the job.characteristics) by looking at the detailed results.

To interpret your results for 2015, please consider all of the information provided for each question and not just a component in isolation.

Consider how each result compares to the comparator group average, the "clustering” or "spread” of those responses, as well as previous results (where available). You
may also need to look at the additional information and explanatory notes in the appendices which include results to your own custom questions (where applicable).

For example, if there is a red coloured quartile 4 box, look at your trend over time results (where available). Whilst your result is in quartile 4, your organisation’s
percentage agreement may have improved over time and/for may not be far away from the ‘All 2015’ average.

=
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Detailed results

Your results for 2015 LA Results for comparator organisations All 2015
Response distribution w.mn
tro "
wp..h:ﬁu.uq Disagree  Agree s ..%W w.n.uﬂ 2015 Average Percentage agreement  Quartile Average
% % % % % % % 50% 100% rank %
Responslveness
My workgraup strives to achieve customer satisfaction 1 0 41 57 0 98 95 9 a5
My manager Is commitied to ensuring customers recelve a high standard of servics 2 3 a7 57 1 05 00 3 )
My organisation provides :._m: quality services to the Tasmanian no_._.:::.:_@ 1 5 51 38 5 94 90 2 a2
In my workgroup, work is undertaken using bast practice approaches 3 10 47 38 2 88 85 2 87
Integrity
People in my workgroup are honest, open and transparent in their deslings 3 6 49 41 1 o1 85 1 85
In my organisation, there are pracadures and systems in u_mom to assist in avolding 88
conflicts of intsrest o 2 5 ge 2 7 2 8 d
In my organisstion, there are procedures and systems deslgned to prevent employees 2 1 53 24 11 26 ag 3 89
engaging in impropar conduct .
My manager encourages employees to aveid corflicts of interest 2 8 50 29 12 29 87 2 88
| am confident that | would be n,a»mnﬁmn from reprisal for reporting improper conduct & 17 22 19 16 73 86 1 71
In my organisation, eaming and sustaining a high leve! of public trust is seen as important 2 5 42 45 5 92 o3 3 93

Impartiality

In my organisation there are procedures and aystems that promote objective decision- 3 1 57 20 g 84 76 > . 80
making

My manager demonstrates objectivity in decision-making

Government policies and programs affecting the commurity are implemented equitably by
my organisation

People in my workgroup do not show bias in their decision-making
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Your results for 2015 % Results for comparator organisations All 2015
Response distribution .w..mn.
w.nﬁw. Disagres  Agree m._ﬂ_%_w- __.u.ﬂ“ 2015 Average Percentage agreement  Quartile  Average
% % % % % % % 50% 100% rank %

Accountability

My workgroup always tries to improve its performance 1 6 52 40 1 03 Q0 2 90

.Wn.?m_< sook faedback about my performance al work 1 17 51 31 0 82 at i 3 B4

Senior managers provide clear wn.ﬂmﬁuw m_..a direction 9 21 47 21 3 69 56 1 52

People in my workgroup use thelr time and resources efficiently 3 1 54 28 4 8 79 1 B1
Respect

Paople in my workgroup treat each other with respect 2 7 49 42 0 91 84 14 84

Bullying is not .o_.m.dﬁn in 3& organisation 3 16 47 29 5 a0 77 X q 78

My manager listens to what [ have to say 3 5 45 45 2 01 85 1 85

My manager keeps me informed about what's going on 3 10 48 a7 1 87 75 1 78
Leadership

Senior managers demonstrate effective leadership 5 ™ 52 29 s 77 61 4 5

ﬂﬂmﬂﬂﬁwﬂ m:oo:-mwmm peopls in _3.. io:.ﬁ_d_._u to monitor and improve the quality of 3 5 58 a3 2 92 82 1 83

My manager actively demonstrates a high standard of ethical behaviour 3 4 45 a4 5 93 86 1 86

My manager actively expects a high standard of ethical behaviour 1 3 47 44 5 95 94 1 93

My q.:Am:m.mm_F transiates organisational messages In 2 way that is meaningful to me 3 12 46 a5 5 85 78 1 80

Senior managers keep us informed about how we are tracking against our priorities 5 23 47 19 8 70 59 4 85
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Your results for 2015 % Resuits for comparator organlsations All 2015
Response distribution w.w
Shrangly So. it 2015 Average Percentage agreement  Quartlle  Average
disagree Disagree  Agree gres  know
% % % % % % % 50% 100% rank %
Merit
My organisation has policles that require recrultment of employees on the basig of merit 3 8 58 23 7 87 80 1 83

In my workgroup, decisions about access to development opportunities are made on the 7 13 49 18 14 76 67 1 71
basis of merit .

My performance is assessed against clear criterla

5 13 54 22 7 B2 74 1 77

Falr and reascnable treatment
My manager involves me in decisions about my work 3 10 48 37 2 87 a0 1 81
In my organisation, there are opportunities for me to develop my skills and knowledge 5 1 49 32 3 84 72 1 76
My manager treats smployees with dignity and respect 3 8 42 a6 1 89 88 ® 2 87

In my organisation, employment arrangements are available to help employees achieve a

1 85

workllfe balancs, . 3 4 48 44 1 94 83

Equal employment apportunity
Gender is not a barrer to success in my organisation 3 1 47 34 5 85 86 3 Q0
Disability is not a barrier to success in my arganisation 1 9 45 26 18 87 84 3 87
Age is not a barrier to success in my organisation 3 1 40 26 12 84 83 2 87
Cultural background is not a barrier to success in my organisation 2 8 50 o8 14 91 93 4 85
_5\ oaw:_«m__oz is committed to creating a diverse workforce (eg age, gender, cultural 3 10 51 20 18 85 84 3 88
background)

Avenues of redress
In my organisation there are clear procedures and processes for resolving grievances 4 9 57 15 15 B5 81 2 8
I would be confident in approaching my manager to discuss concerns and grievances s 9 51 32 3 85 78 1 79

| am confident that if ! lodge a grievance in :.w,oﬂmaumzo? it would be m:sw.ﬂam»mn ina 1 69
thorough and oblective manner B 12 s0 7 15 @ &

Development of a career Public Service is fostered

| am proud to work In the Tasmanian State Service
! am committed to working in the Tasmanian State Service far much of my carser

| would recommend the Tasmanian State Service as a good place to work
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Your results for 2015 % Results for comparator organisations All 2015
Response distribution ”.uﬂ.
m,_..un.%_w. Disagree  Agree E_M.%_N. __w.ﬂs" 2015 Average Percentage agreement Quartile Average
% % % % % Yo % 50% 100% rank Yo
Workplace wellbeing
| raceive help and support from other people in my workgroup 2 2 50 45 ) 05 94 2 05
| provide help and support to other people In my workgroup 1 1 44 54 0 98 100 A 09
| feel | make a contribution to mn_._mas:m__ the .oams_.mmao:“m o.Ean?mm 1 4 45 46 4 95 96 4 a6
| am provided with the opportunity to work to my full potential 5 18 a4 30 3 75 70 1 74
There is a uooQ team spirit in my iomxuacu 3 15 46 35 1 82 77 2 79
{ am encouraged to report health and safety incidents and injuries 2 8 50 36 5 89 o4 4 94
| am recognised for the contribution | make 5 13 51 28 3 81 70 1 72
| am able 1o mﬂ@n:vo__\ am,zmmm my workload 1 7 63 28 0 o2 84 1 84
My manager takes a positive interest in my well-being 3 10 45 a8 4 87 79 1 79
My organisation is committed 1o employes wellbeing 4 1" 54 24 7 a4 73 4 75
In q.=< job, 1 am clear what is expected of me 3 10 53 34 0 87 a6 v 2 a6
| feef that workplace etress does not have a negative impact on my welfbeing 9 26 45 18 2 84 55 { 58
Employee safsty is discussed at regular workgroup mestings 9 30 a3 15 4 50 72 ; .4“ 71
e oyt P b ke i s WHSS hazarc, R I o 2w
| have bath the opportunitles and resources at work to support my health and wellbeing 3 10 59 23 ) 87 78 1 80
Employee commitment
| view my organisation as an employer of choice 4 12 49 26 9 82 80 2 81
Change management
There Is a clear consultation process when change in my organisation is proposed 9 26 A4 11 9 61 49 (] 56
‘Communications about n:m:m,m from senior managers are timely and relevant 9 24 48 13 5 65 49 1 56

In times of change, senior managers provide sufficient information about the purpose of the a8 23 51 13 4 67 50 y 1 58
changes

| am provided with the epportunity to influence changes in my organisation

In times ow,n:mzoo_ | have an ou,._m.um:..o: fo _..m_v :._.ws_o:n _8_,_m.mucom understand and adapt
to the new ways of working
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Your results for 2015 % Resuits for comparator organisations All 2015
Response distribution Sat.
o Neither
«"Nn__-.a satisfind ..ﬂ. m.om Satisfled -!“__s.u_n 2015 Average  Percentage satisfied Quartlle  Average
% % % % % % % W% 100% rank %
Level of satisfaction
Opportunitiss for development 6 14 29 37 14 51 41 2 48
Pay/remuneration 2 7 20 57 15 71 64 1 86
Job sacurily 3 12 17 52 16 67 56 1 63
Relationship with people in my workgroup 0 3 10 50 37 87 80 1 81
Relationship with manager 5 3 1 42 39 81 72 1 74
Ability to work on own initiative 1 3 9 48 38 87 83 1 85
Interesting/chatlenging work provided 5 6 12 45 32 77 73 1 76
Working environment 5 7 12 a8 28 76 6@ 1 70
Work-Iife balance 2 5 13 53 27 80 87 1 69
Overall job satisfaction 3 8 10 56 23 79 69 1 73
Neithsr Scor
Stro
u.ﬁmﬁ Disagres n_ze.q_u... Agres mwo.a-naoe 2015 Average Engagement score* Quartile Score*
% % % % % Score 30 100 rank
Engagement

1 would recommend my organisation as a good place to work 2 5 21 50 29 71 64 2 67
1 am proud to tell others | work for my organisation 0 6 21 46 27 73 70 2 72
I feel a strang personel attachment to my organisation 2 13 30 35 19 64 66 3 68
My arganisation motivates me to help achieve its objectives 5 11 30 38 18 83 59 2 62
My organisation inspires me to do the best in my job 4 13 29 36 1g 63 59 o 2 62

" The engagement score is average score calculated where "Strongiy disagree” has been assigned a score of 0, "Disagree" a score of 25, "Neither agres nor disagrec™ a score of 50, "Agree” a score of 75 and "Strongly agree” a score of 100,
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Your results for 2015 % Results for comparator organisations All 2015
Response distribution Yes
Don't
Yes No  know 2015 Average Percentage yes Quartile  Average
% % Yo % % 30% 100% rank %
| have received formal feedback on Individual performance 79 20 0 79 85 2 70
I have recsived informal feedback on individual performance 86 13 1 86 78 1 g0
The performance management process helps me to identify and understand my work
priorifies . 72 21 8 T2 57 1 63
There Is a strong link between the content of my performance plan and what | actually
do/experience during the year . 68 2 9 68 50 2 57
| am aware of sultable opportunities for me available in other agencies within the
Tasmanlan State Service 50 =2 0 50 47 2 48
| believe | have the skills to work in another agency within the Tasmanian Stafe Service o7 3 0 97 a3 ® 1 a3
| am aware of:
My responsibilities under the State Service Act Code of Conduct g5 4 2 95 95 4 96
the State Service Principles with regards to my conduct and employment 95 4 2 95 95 3 95

My organisation(is processes for _d_ug.m_..n improper oaooqa.:v_goa conduct

75 20 5 75 83 84
My organisation’s policy regarding the giving and recsiving of gifts or benefits 89 8 4 B9 90 a 89
My organisation's programs to support employee wellbeing (.e. Employee Assistance 88 2 2 88 8 2 28
Program or health and wellbeing initiatives)
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Interpreting these results can be difficult. The bullying reported in the survey is subjective as each individual interprets the definition and the behaviour they have experienced
differently. However, research in a number of public sector jurisdictions across Australia has shown that those who believe that they have been bullied will be less satisfied
with their job, workgroup, manager and the organisation and be less engaged.

Your results give you early warning of what may become a serious issue for your organisation. Even if it is not found to be behaviour that would breach occupational health
and safety standards, there are likely to be behaviours occurring that are having a significant negative impact on your staff and organisation’s ability to perform at its best.
Please see the attached Responding to your People Matter Resuits, and feel free to contact le.matter@dpac.tas.gov.au.

¥

' Percent of

Percent 'yes' of

total respondents total cv__w_ﬁnaﬁm
2015 respondents ullied s
% % %
Total witnessed bullylng at work In the last 12 months: 21 &
Personally experienged bullying at work in the last 12 months: - Who were you bullled by
- A i 4 32
Total Yes - personally experienced bullying at work in the last 12 months 13 pd seror manager
«  Youri iat i 5 33
yes - but pot currently experiencing this behaviour 11 B our immediate manager/supervisor e
B K 5
yes - Is currently experiancing this behaviour 2 N A fellow worker
» A group of fellow workers 1 8
No 82 [
" Asubordinate 1] 3
Not Sure 5 h
«  Aclient/customer 0 0
Submitted a formal complaint 3 " Amember of the public 0 0
+ Prefer not to spegify 1 &
P :»“h“. _umﬁm:h..u . Descriptlon of the nature of bullying experienced
respondents witnessed . Verbal abuse 5 35
bullying :  Excluslon/isolation 7 52
% % ! Psychological harassment 5 39
Spoke about the matter to the person perceived to be the bully 5 22 . Intimidation 8 65
Spoke about the matter to the person perceived to have besn bullied ! 52 |  Being assigned meaningless tasks unrelated to the job 3 23
Reported the matter to a manager or human resources 9 44 “ Given impossible assignments 1 6
Made a note of the eccumence but took no action 3 14 ;  Deliberately changing work rosters ta inconvenianca you 0 0
Took na action 2 10 : Dellberately withholding information vital to your effective work 3 2
! performance
Other 1 61 other ! 10
+  Prefer not ta specify 0 3

Note: results may add to more then 100% because respondents may select more than nne item.



Results by employee characteristics
The following table compares Survey results between different employment categories within your organisation according to percentage agreement.

Responsiveness
Integrity
Impartiality
Accountability
Respect
Leadership

Merit

Fair and reasonable treatment
Equal employment opportunity
Avenues of redress

Development of a career Public Servics is fostered

Workplace wellbeing

Change management

Number of respondents*

Percentage agreement

Gender Age Employment Management
type responsibility
. o Not

Undiscl 15-34  35.54 55+ Ongoin Non- Manage
Fomate Male osed years years  years q ongolng z.m:muw r
% % Y% % Y % % Y % %
94 o4 - 94 94 a3 93 99 93 6
a7 88 - 89 87 87 87 97 86 990
88 87 - 90 88 81 a7 95 86 a0
82 a3 - 81 84 77 B2 89 80 38
85 90 - 89 87 as 87 a3 85 93
86 a5 - 85 87 81 85 93 a4 a9
80 84 - 78 85 75 81 86 78 90
87 90 - 89 89 85 a8 94 86 93
84 8g - 88 88 79 86 90 86 87
83 82 - a2 84 81 82 97 80 89
92 87 - N 90 B9 90 923 89 91
84 83 - 83 85 79 83 90 82 97
73 67 - 65 72 68 68 88 67 76
138 95 5 52 146 40 215 23 161 77

“The number of respandents only includes people who answered at least one question in the above groupings.

In this section, only resulls where 10 or more responses for each particular characleristic were recelved are included. This is to proteci the anonymity of respondents.
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Organisation specific questions results

Custom question text
Please salect your division

Please select your section

PM response text

Communities, Spart and Recreation Tasmania

‘Executive Division
Corporate Services Division
Local Government Division
Office of eGovernment

Office of Parliamentary Counsel

Office of mmo=1€,msa Emergency Management

Policy Division

"Service Tasmania Unit
State Service zm:m.mmimi Office

Tasmanian Climate n:wznm Office
T™MD

CSRT Policy

CSRT Development

CSRT Grents

CSRT Programs and Services
Facllities and Planning Unit
“Tasmanian _.:mESm of Sport
Direclorate and Office of Aboriginal Affairs
Not applicable

Finance Branch

Properties and Procurement Branch
Information Services Branch
"Huran Resources Branch
Business Improvement

Not applicable

Not applicabie

Not .mv_u__nmw_m

Not applicable

Not applicable

Naot mu_u__nuc_a

Not applicable

Not nuu,__am_u_m

% Responses
20
10
15

S D

= A W RN A W N A

W 0w s~
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Custorh question text PM response text % Responses
Pleasa select your section Commercial Management 3
“Portidlio Office =~~~ T T4

‘Contractand relationship management 2

“Service Management i 3

e e e e o . - . i

“Technolngy Services 7T T T T T,

“TMD Directorate T Ty
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Appendix A: Management indices

Your survey results have been summarised in relation to each of the TSS employment principles, with measures for employee wellbeing and change management also
calculated. Your results can also be grouped into indices based on the level of inter-relationship between responses provided to the individual questions. These question
groupings reveal employee perceptions of various levels of the organisational hierarchy (i.. leadership, immediate manager, workgroup) and other aspects of the work
environment. These indices contain many of the same questions that are also used to report on the values and employment principles. As the employment principles are
reflected through the actions of leaders, managers and members of workgroups, reporting in this way may assist you to identify where to focus efforts.

The management indices may be useful in explaining some key organisational outcomes. For example, analysis of survey results suggests that employee perceptions
about their immediate manager (my manager index) are associated with their job satisfaction and intention to leave the organisation. Similarly, regression analysis shows
that the ‘leadership and change management' index is a key driver of employee engagement.

Your results for 2015 % Results for comparator organisations All 2015
Ag'
Response distribution me
8
nﬂgs DI ree H.ﬂ:m..«- w._oh.s.” 2015 Average Percentage agreement  Quartile Average
agres Disagree  Ag g
% % % % % % % 50% 100% rank %
Senior managers provida clear strategy and direction 9 2 47 21 3 59 56 1 62
There is a clear consultation process when change in my organisation is proposed 9 26 44 1 g &1 49 1 56
Communications about n.._m:nm from senior managers are timely and relevant 9 24 48 13 5 &5 a9 1 56

In times of changa, senior managera ugao‘mcaoa information about the purpose of the 8 23 54 13 4 &7 50 1 58
changes

| am provided with the a_uno;::.y\ to _z?.m_.movo:m:uAmm in my oam:_wﬂ_m:

9 27 44 15 6 62 45 1 53
My manager

My manager involves me in dacisions shout my work 3 10 a8 37 2 87 80 1 81
In my organisation, there are opportunities for me to develop my skills and knowledge 5 1 49 12 3 84 72 [] 76
My manager demonstrates objectivity In amn_u_o:ua_.mx_:n 3 8 51 32 5 88 80 1 a1
{ would be confident In approaching my amsw.nw._.s discuss concarns and u_._m<m.=owu 5 a 51 32 3 85 78 L] 79
My manager encourages employees to avoid conflicts of interest 2 8 50 29 12 89 87 2 88
My manager listens to what | have to say 3 5 45 45 2 91 85 1 85
My manager keeps me informed about what's going an 3 10 48 a7 1 87 75 1 78

_sm am..zmumq treats mau_%om with dignity and Eavm&
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Your results for 2015 % Results for comparator organisations All 2015
]
Response distribution PA
5 Don
HW_%_N. Disagres  Agres :au._um_.xo .52.“ 2015 Average Percentage agreement Quartile Average
% Y % % % % % 50% 100% rank %
Peopls in my workgroup are hanest, open and transparent in thelr dealings 3 g 49 Y 1 91 85 1 85
_uoou_,m in my workgroup treat each other with respect 2 7 49 42 ) 91 a4 1 84
—sw. <.<o.2u.?.=._u, m._<<m<.m fries 1o _.E.w._d<m its vm;orrm:n.o 1 g 52 40 1 o3 90 2 a0
People in my workgroup use thelr time and resources efficiently 3 1 54 28 4 % 79 1 81
There is a good team spirit In my workgroup 3 15 a6 35 1 82 77 2 79
| recalve help and support from other people in my workgroup 2 3 50 45 0 o5 04 2 g5
| nSSam.sm.w,m_.i support 1o other vmou._w. in 3< s.,aiu,Bcu. 1 1 44 54 0 98 100 4 a9
| feel I make a contribution to achieving the oa,,mamwzo_._.m o,s..m.nmﬁm 1 4 45 46 4 95 9 4 98
1 .ma.uasamm with the ovvm_..::._@ to work to my full potential 5 18 a4 30 3 75 70 1 74
In times of change, | have an obligation to help my work colleagues understand and adapt
to the new ways of working 2 3 61 2 6 b % 1 o

The management indices were developed using Exploratory Factor Analysis (EFA). EFAis a statistical technigue that explores the underlying structure of survey questions based on the analysis of responses to these guestions. Questions

identified as being strongly related with each other are grouped together. These question groupings are called factors. In this report, these factors are called ‘indices’. This appendix shows results for the individual questions grouped under
each index.
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Appendix B: Glossary of terms used throughout the report

Definition and comments

Refers to all organisations who
comparator group

participated in the People Matter Survey in 2015. Provides an additional point of reference to your organisation's

F<o..mum percentage
_am..mm:._o:n

Measures average responses for each of the values, principles, and work environment sections of the survey. For example, the summary measure for

the integrity value is the average percentage agreement of all the five statements measuring employee perceptions of the application of the integrity
value

_wno_.:um_.m"o_. group
|

The organisations that you have been compared against are listed on page 6. Where possible, selection of your comparator organisations has been
done taking into accaunt the following characteristics:
* The size of your organisation

lemmmo:_oi index

The engagement index is calculated from the average score of the five engagement questions.

Engagement score

The engagement score is calculated for each sngagement question where strongly disagree has been assigned a score of 0, disagree a score of 25,
neither agree nor disagree a score of 50, agree a score of 75 and strongly agree a score of 100.

Toaacmor

Effective feedback, for the purpases of this report, is the sum of the ‘yes’ responses to the informal feedback question divided by the total number of
responses to the informal feedback question. ‘Other’ feedback is the sum of the ‘no’ and ‘don’t know' responses to the informal feedback question
divided by the total number of responses to that question.

|

|

L -

Margin of error

The results from this Survey are based on a sample of employees from your crganisation and are subject to a margin of error due to sample size.

For your results, based on a total sample of 238 responses, it is highly likely (95 times out of 100) the 'true result' may be up to plus or minus 4%. This
means that if your result for a question was 73%, it is probable that your true result is somewhere between 77% and 69%.

Missing values

Missing values (those where the respondent has not answered a particular question) are excluded from all analyses.

Percentage agreement The percentage agreement sums the 'Agree’ and ‘Strongly agree’ responses as a percentage of all responses, excluding 'Don't know' responses.

_.uo..no..;mum The percentage satisfaction sums the 'Satisfied’ and Very Satisfied’ responses as a percentage of all responses.

wmmmﬁmﬁ_o:

_Vm_.oa:.ﬁnc yes The percentage yes is the ‘yes’ responses as a percentage of all responses.

T:m_.:_o rank The quartile ranking provides an indication of your results in comparison to ather like organisations (your comparator group). if your quartile rank is 1,
this indicates that your resuits for that measure put you into the top 25% of organisations in your benchmark group. A quartile ranking of 4 indicates that

“I you are in the bottom 25% in your comparator group.

Question group

Based on the headings from the People Matter Survey relating to the values, employment principles, work environment. The values and employment
principles are listed in Appendix E.
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[ el

Definition and comments

Respondent profile  The closer the profile of survey respondents is to the profile of your total workforce, the more confident you can be that the survey results are reflective
of the organisation’s perceptions.

Response rate The higher your response rate, the more likely your results will be reliable.

_ Reports are published only where response rate is 10% or more. Ideally, organisations should aim for a minimum response rate of 30%.
Rounding All percentages have been rounded throughout the report. This may mean that some percentage breakdowns do not add to exactly 100 per cent.
Sample size

|

Generally speaking, the larger your sample size, the more positive you can be that the responses are an accurate reflection of your entire organisation's
perceptions.

L
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The design and content of this document has been adapted from the Victorian Public Sector Commission’s (VPSC) People Matter Survey 2015 Reports. SSMO {on behalf
of the Head of the State Service) acknowledges the VPSC’s assistance in the preparation and delivery of the Tasmanian Government's People Matter Survey 2015.

SSMO also acknowledges the assistance of the Australian Capital Territory Government in the development of this Report.

contact us

at the State Service Management Office
Email: people. matter@dpac.tas.gov.au
Phone: (03) 6232 7040
www.dpac.tas.gov.au/divisions/ssmo
GPO Box 123
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