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Overall Results

Our responses to the APS Employee Survey show a strong shift in the organisation. In one year, we went from 14 points
the APS average to only 5 points.

Two of our three branches are in fact above the APS average!

Overall, the SDO's 2017-18 census results However, two branches were in line with
were below Finance and the wider APS Finance and the wider APS
OSDO 2017 SDO 2018 Finance 2018 m APS 2018 SDO Branches Finance 2018 M APS 2018
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Highlights
The responses by the SDO highlight some exceptional improvements we have made over the past year. As well as being

a cause for celebration, we should focus on how we can use these strengths to drive change in other areas of our
organisation.

JSDO 2017 SDO 2018 Finance 2018 M APS 2018

80
72 72 71
68 68
70 66 65 64 69
60 59 2
60 55
52
50 45 44 45
40 39 —
40 r— = 38
29 30
30 - 28
20
10
H#N/A
0
In my agency, In my agency, the SES are In my agency, the SES set My supervisor openly Appropriate risk taking is Risk management
communication between sufficiently visible (e.g. a clear strategic direction demonstrates rewarded in my agency concerns are discussed
the SES and other can be seen in action) for the agency commitment to openly and honestlyin
employeesis effective performance my agency
management
SENIOR EXECUTIVE SERVICE PERFORMANCE RISK CULTURE
MANAGEMENT
Visual boards, . .
. . e . Innovation to mitigate
Visual Leadership position descriptions,

SOPs risk
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Visioning a new Action Plan

This year’s census results highlight that the SDO has opportunities to improve in three key areas. Each opportunity
relates to individual engagement: with your agency, with your team and with yourself. We’ll be doing a short activity for
each of the points below.

Individual Engagement:

Capability

We remain disengaged with our agency, with responses well
with your agency gag gency. P

below the APS average

Motivation

@ . :
[ ) Our responses indicate that we all see ourselves as performing to
, a higher standard than our teams — this cannot be true for
with your team . .
everyone and may indicate a level of disengagement at the team
e level
& :/ i!ir 70% Experienc ) )
== °_ ==~ Each of us needs to come to terms with the changing nature of
with yourself o ¥ L™ the workforce, the speed of change and transformation of

workplaces to digital forms of work
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It’s ‘my’ agency!... Finance or SDO?
Overall, we perceived a low level of engagement with the ‘agency’. We need to explore what we mean by ‘agency’ —is it
Finance or the SDO?

Engagement with agency remains low

OSDO 2017 SDO 2018 m Finance 2018 m APS 2018

166 Capability
73
75 68
52 %6 Engaged
50
Motivation
25
0
AGENCY
- What is driving the disconnect between employees and the 'agency'?
75 72 73 71
60
a5 o5 o 48 48
50 ‘
) . i m
0
| believe strongly in | feel committed to | am proud to work 1 would My agency really | feel a strong | have a clear In my agency, the In my agency, the
the purpose and my agency'sgoals  in my agency recommend my  inspires me to do personal understanding of SES clearly SES set a clear
objectives of my agency as agood my best work every attachment to my how my articulate the  strategic direction
agency place to work day agency workgroup's role direction and for the agency
contributes to my  priorities for our
agency's strategic agency
direction
AGENCY IMMEDIATE SENIOR EXECUTIVE SERVICE
WORKGROUP
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Perception of self and team

The census results show that we perceive ourselves as performing to a high standard and above
requirements. Our perception of our teams, however, indicates an opportunity to build and sustain
productive working relationships.

o_%
The English football team is filled with high-performers; , S
England hasn’t won the World Cup since 1966. -

We excel as individuals,... but our teams are less than ideal
[OSDO 2017 SDO 2018 Finance 2018 m APS 2018
92
100 82 80 85 0
82 82 82 7g
75 63
75 60 59 55 53
i 50 36 34
25 25
HN/A
0 0
I work beyond what is | suggest ideasto | am happyto gothe |believe that one of The people in my The peoplein my Relationships at work are
required in my jobto improve our way of  ‘extra mile' at work my responsibilitiesis workgroup treat each  workgroup complete work strained
help my agency doing things when required to continually look for other with respect to a high standard
achieve its objectives new ways to improve
IMMEDIATE WORKGROUP PERFORMANCE WELLBEING

the way we work

AGENCY CURRENT JOB INNOVATION
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Life-long Learning and the Future of Work

Each of us needs to come to terms with the changing nature of the workforce, the speed of change and transformation of workplaces to

digital forms of work

The SDQO'’s future is one of
employment growth;
however, that growth will be
at lower classifications

Technology

Cloud Computing
Automation

User centred design

Data analytics and insight
Artificial Intelligence

Lifelong
Learning

Skills

Re-skill for relevant work
practices and knowledge
Shape your own career path
Pursue your passion

Leverage uniquely human skills

FOI X2/22/3(2)2) DSounmentt 6

Classification Pyramid

-30 -20

-10 0 10 20 30

SES2
SES1

EL2

Ell o — oo =
APS6 Mg
APSS N
APS4 N
APS3 N

\_
APS2 APSC Optimal Managerrrq
APS1 Structure - Example

The SDO’s future capability
mix will be different, implying
that current and new staff will

need different skill-sets

-30 -20 -10 0 10 20 30

Organisation

New models of organisational
structure, leadership, culture...
Redesign work for technology
and learning

L) 70% Experience
-on the job activity
-practice
-projects
~checklist

—

20% Exposure ﬁf»;,”
-networks y o 10% Education
-coaching e P
-webinar R

-online module
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Three Response Types:
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The responses in the APS Employee Census can %e grouped in three different types: negative responses, responses that can be classified as quick wins, and positive responses in your branch.

Negatives Quick Wins Positives

‘Strongly ‘Neither agree ‘Strongly
disagree’ nor disagree’ agree’

1 don’t have This is not
1am not enough 1 can see the relevant to
happy. information. positives and me. Iam happy.
negatives.
CJ
® Positive  Neutral ~ Negative FsAPS Average ® Positive  Neutral  Negative FsAPS Average M Positive  Neutral Negative FsAPS Average
100 100 100
75 High number of negative 75 75 High number of positive
responses |_ — = ——a———» APSaverage responses
| APS average
50 f=——— |—> APSaverage 50 | —4—— High number of 50 — * ’
| | neutral responses
! 1
25 25 25
0 0 0
Example: Question A Example: Question B Example: Question C
e bk . e ) ) o— — Celebrating small wins along the way
e e_e a(.: pres-en S an opportunity to Discussions arou.n what is causmg.t e. builds a sense of progress and momentum.
have discussions with staff and collaborate neutral responses, increased communication AT
3 | : " S : Gl it s i These strengths may indicate an
on action plans to improve performance and involvement may shift staff to a positive opportunity to drive change in other areas
and culture. frame of mind.

of the organisation.

Q N
- A y )
. : )
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Tra

Themes v
individual APSVALUES RECRUITMENT  GENERAL WELLBEING GENERAL GENERAL DEVELOPING LOCAL PERFORMANCE  GENERAL
questions AND THE CODE AND IMPRESSIONS: IMPRESSIONS: IMPRESSIONS: CAPABILITY  QUESTIONS -
OF CONDUCT  RETENTION AGENCY IMMEDIATE  IMMEDIATE FINANCE CURRENT JOB
WORKGROUP  SUPERVISOR
Negatives Quick Wins
Negatives Quick Wins
= Positive Neutral Negative C APSAverage
W Positive Neutral Negative C APS Average
100 100 15 {6
——
—_ _——
75 I | 75 75 = =] 75
| L
50 50 50 I 50
25 25 25 ' 25
0 0 0 m— — S 0
The peopleinmy The peopleinmy ' have the appropriate I have a good Ifeel a strong personal My supervisor displays

Released by th{Department of FirIanc
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perations

Responses by themes

M Positive

60 =
40
A N

0

understanding of the
policies and procedures
my agency has in place
to deal with corruption

workgroup cooperate | skills, capabilities, and
to get the job done knowledge to do my
job

PERFORMANCE

workgroup treat each
other with respect

GENERAL IMPRESSIONS: IMMEDIATE

WORKGROUP APS VALUES AND THE

CODE OF CONDUCT

Neutral

attachment to my
agency

GENERAL

meriS0H0f 8dncy

Negative [ APS Average

FOI EX2022/3(2)2) DHod

40
20
0

PERFORMANCE INNOVATION RISK CULTURE

IMPRESSIONS: MANAGEMENT

resilience when faced
with difficulties or
failures

GENERAL
IMPRESSIONS:
IMMEDIATE
SUPERVISOR

Positives

= Positive

iS4/ F
75
50

25

GENERAL
IMPRESSIONS:
SENIOR
EXECUTIVE
SERVICE

Positives

Neutral Negative £ Sum of APS Overall

In my agency, the SES In my agency, the SES
are sufficiently visible supports and provides
(e.g. can be seenin  opportunities for new
action) ways of working in a
digital environment

GENERAL IMPRESSIONS: SENIOR EXECUTIVE SERVICE

100

75

50

25



I CT S@JI rvetr'éVf Finance under the Freedom of Information Act 1982 FOI m/ﬂB(BlZ) DHounsentt 6

Responses by theme

Positive Neutral Negative [ APSAverage
100 100
80 i [ -— I 80
= . =5 I — — = =i :
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40 — 40
o e W B Ly L T e g : B = B,
, N BN B B B N = B N & N . i BN
GENERAL PERFORMANCE  GENERAL GENERAL PERFORMANCE  GENERAL RECRUITMEN WELLBEING  DEVELOPING RISK CULTURE GENERAL APSVALUES  INNOVATION LOCAL
MPRESSIONS: IMPRESSIONS: IMPR ONS: MANAGEMENT IMPRESSIONS: AND CAPABILITY IMPRESSIONS: AND THE CODE QUESTIONS -
CURRENT JOB AGENCY RETENTION OF CONDUC FINANCE
Qui
ick Wir
Positive Neutral Negative T APSAverage fastve Neutrl Negative E AR Average Positive Neutral Negative ' Sum of APS Overall
100 100 100 100 100
75 75 1 75
[ e
0 50 [ [ 0
_ | [ _
(. [
0 0 0 0 | I | | 0

| believe that one of

INNOVATION OCALQ
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Responses by themes

Paositive Neutra Negative [ APS Average
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Census Action Plan 2018-19
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The APS Employee census for 2017-18 highlighted an opportunity for us to build engagement at three levels: agency, team and self. To achieve this greater engagement,

we made commitments together that are summarised here. Our commitments centred on three themes:
* Building trust in our teams to support staff to take ownership and improve quality,

» Aligning our work to the SDQO’s vision through proactive prioritisation in RARs and daily stand-ups, and
* Collaborating with clients and each other by making better use of technology.

These commitments are underpinned by our agreement to prioritise both self and team development.

‘I' higher quality outcome ;‘ for our clients

Professionalism

Collaboration

Alignment
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The APS Employee census for 2017-18 highlighted an opportunity for us to build engagement at three levels: agency, team and self. To achieve this greater engagement, we
made commitments together that are summarised here. Our commitments centred on three themes:

* Building trust in our teams to support staff to take ownership and improve quality,

» Aligning our work to the SDO’s vision through proactive prioritisation in RARs and daily stand-ups, and

* Collaborating with clients and each other by making better use of technology.

These commitments are underpinned by our agreement to prioritise both self and team development.

Commitment Theme Measuremen
Building professionalism through trust: Trust
Building a culture based on trust, where we Internal staff survey (quarterly)

support each other, creates an environment Ownership
where teams proactively own the delivery of
higher quality outcomes for our clients. Quality Assurance over internal controls (% passed)

Aligning our work: RAR The framework for managing weekly RARs an
Leadership at the EL level will build on includes scoring that is monitored. These will §

weekly RARs and daily stand-ups to enable Visual Boards measurement of performance over time.
staff to prioritise and align their work to the
SDO'’s vision. Meaningful work Internal staff survey (quarterly)

Variance from budget for training expenditure indic:

We prioritise self and team development Copabiity Desclopment active management of training in line with WoG exp
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