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Short commentary on progress in Culture over 2017-18.
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Overall results were similar between employee classifications. However, there were some fundamental differences, including in areas
upon which the SDO has focused during the past year.

Collaboration: capable, encouraged, disconnected ...

_APS 1-6 _EL Level

91
85 86
100 76 1
s 54
50
25
Overall, responses v
L. | have the appropriate skills, | am encouraged to deliver The people in my waorkgroup
were si mllar capabilities and knowledge to outcomes by collaborating with cooperate to get the job done
collaborate effectively with people beyond my immediate
_JAPS 1-6 _IEL level stakeholders team
75 However, responses _ LOCAL QUESTIONS - FINANCE | IMMEDIATE WORKGROUP
58 50 for many areas
0 d]ﬁ‘ei‘e.:f :)gt'.'.'eerw
classifications
- Innovation: accountable, (un)recognised, uninspired ...
o5 _APS 1-6 _EL Level
100
0 . . e 76 77
54 54 55
50
25
0
| believe that one of my People are recognised for My agency inspires me to come
responsibilities is to continually coming up with new and up with new or better ways of
look for new ways to improve  innovative ways of working doing things
the way we work
INNOVATION
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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

FOI 22-23/021 3 Document 01
Awesomeness

achieved

focus on how we can use these strengths to drive change in other areas of our OOO . .
organisation. \j
w3
OSDO 2017 _SDO 2018 = Finance 2018 MAPS 2018
=0 72 72
1 68 68
70 66 65 64 63
60 59
60 55
52
50 45 44 45
10 39 — —
10 - e 38
29 30
30 28
20
10
#N/A
0
In my agency, Inmy agency, the SESare Inmy agency, the SESset 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) forthe agency commitment to openly and honestly in
employees is effective performance my agency
management
SENIOR EXECUTIVE SERVICE PERFORMANCE RISK CULTURE
MANAGEMENT

Visual boards,
Visual Leadership position
descriptions, SOPs

Innovation to
mitigate risk
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Short commentary on progress in Culture over 2017-18.

100
75
50

25

100
75
50
25

Culture of visual accountability through standups..?

[SDO 2017 _SDO 2018 wmFinance 2018 mAPS2018

82 82 82 g
63
€0 59 55 53
36 34
H#N/A
The people in myworkgroup | The peoplein my workgroup Relationships at work are
treat each other with respect complete work to a high strained
standard
IMMEDIATE WORKGROUP PERFORMANCE WELLBEING

Change at the SDO has delivered technological tools
changing roles and their required capability..?
0SDO 2017 —SD0 2018 & Finance 2018 HAPS 2018

67 61 1 67

52 55 49 46

37

l 38 38

My workgroup has the todls and To what extent do you agree that Staff are consulted about change

resources we need to perform in the past 12 months, the at work
well performance expectations of
your job were clear and
unambiguous?

PERFORMANCE PERFORMANCE MANAGEMENT WELLBEING
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Job satisfaction: culture, pace
of change, ..?

_1SD0 2017 11SDO 2018 4 Finance 2018 mAPS2018

74
75 68

52
50
25
EN/A

Considering everything, | am satisfied with my job

CURRENT JOB
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Contrasting self and workgroup:
job performance

92

59

lam happy to go the ‘extra
mile' at work when
required

The people in my

CURRENTJOB PERFORMANCE

workgroup complete work
1o a high standard

80

70

60

50

40

30

20

10

My immediate supervisor
encourages me to come up| encourages me to try new
with new or betterways of | things even if they don't

Failing to fail fast:
EL Disengagement with risk

JAPS1-6 _EL Level
73

57
53

41

My immediate supervisor

doing things always work out

INNOVATION DEVELOPING CAPABILITY
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Contrasting self and workgroup:
role expectations

712

55

| have a clear
workgroup's role

were clear and
unambiguous?

strategic direction

IMMEDIATE WORKGROUP PERFORMANCE

MANAGEMENT

To what extent do you

understanding of howmy agree that in the past 12
months, the performance
contributes to my agency's expectations of your job
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En

Areas for Action

Clarity of roles and responsibilities

SDO’s future — job security
Translate the strategic direction

Know the
business

Get to know

one another

Capability and Expertise
Access to effective learning and development
Supervisory support to develop
Opportunities for career progression & mobility
Process improvement, ICT Infrastructure uplift

Engage on
opportunities

Culture

No “I”in

Understand
growth path

Internal communication to improve awareness

Opportunities for greater engagement

Provide for transparency

Commit to client service

Praise good
work

Remove
the silos

Challenge
negativity

Timeline

From Oct 2017
Ongoing

From Aug 2017
From Oct 2017

From Sep 2017
From Aug 2017
From Aug2017
Nov 2017
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Who

- SES/EL
- SES/EL
- SES/EL

* SES/EL
* SES/EL
* SES/EL
= All

* SES/EL
« All
* All
* All

FOI 22-23/021 - Document 01

Measure of Success

Eaﬁement and Leadershii -

* Jan 2018
* Dec2017
* Ongoing

Clear scope and accountabilities

SDO future direction shared

Staff are up to date on Shared Services
Program

Staff identify available learning options
Staff share knowledge x-teams
Leaders create the time and space to
foster learning culture

Staff are aware of client goals (PBS)
All staff have access to the same
information at the same time
Opportunities are made available for
proactive staff



Engagement & Lead
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Short commentary on progress in Engagement and Leadership over 2017-18.

Strong improvement in measurse of

Engagement & Leadership
12016-17 12017-18

87 86

80 69
70 59 61
60 52

Freedom of Information Act 1982

AGENCY CURRENT JOB IMMEDIATE
SUPERVISOR

Engagement and Leadership

:
» Clarity of roles and responsibilities
» SDO’s future — job security

» Translate the strategic direction

Know the
business

@

[ :
FOI 22-23/021) pdunInt 01

&.

Get to know Walk
one another around

The 2018 census indicates an opportunity for us to increase engagement is to better articulate why staff should be proud of the SDO and

its potential
A strong disconnect is evident between emplyees and the 'agency’ 2018-19 Areas for Action
« SDO or Finance?
| feel a strong personal attachment to my agency ) 48
My agency really inspires me to do my best work every day I 48
Considering everything, | am satisfied with my job I | 52
I would recommend my agency as a good place to work I | 52
| am proud to workin my agency I 55 277
| feel committed to my agency's goals I 55 o
| believe strongly in the purpose and objectives of my agency l 60
I suggest ideas to improve our way of doing things I 80
lwark beyond what is required in my job to help my agency...| | 82
I am happy to go the ‘extra mile' at work when required I 92
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Short commentary on progress in Capability and Expertise over 2017-18.

70

60

50

40

30

20

10

0

The 2018 census indicates an opportunity for us to increase the way that we build our own capability.
Staff have indicated a sound understanding of their development needs; these needs should be
codified in your performance agreements to enable supervisors to support staff development.

70
60
50
40
30
20
10

Developing capability within the
SDO is below benchmarks
— SDO _ Finance = APS

Capability and Expertise /
69 6 * Access to effective learning and development
* Supervisory support to develop ?
54 * Opportunities for career progression & mobility /
* Process improvement, ICT Infrastructure uplift /

Engage on
oppoﬁunit‘es

Employee Action
66 68
46 43 48
My immediate My immediate My immediate | seek out | have aclear

supervisor supervisor supervisor opportunities to understanding of
discusses my coachesme as provides me with apply what I learn my development
career plans part of my opportunities to in my day-to-day needs

development  develop relevant work
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capabilities for

my career
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Understand
growth path

Finance’s approach to capability development

learn on the job

Experience

- on the job activity
- practice

- projects

- checKlist

learn through others

EXxposure

- networks learn through
- coaching formal programs
- mentoring

- webinar

- training
- workshop

- online module
- seminar
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The SDO has made strong progress towards improving the R
organisation's culture
2016-17 ' 2017-18 AL o
* Internal communication to improve awareness
70 €2 63 61 4 ¢@pdértunities for greater engagement
57 « DBri > for transparency
60 53 53 51 L i .
16 48 . it to client service
50 44
38 39
40 37 . Challenge
20 < Ise Remove negativity
x x work the silos
20
10
0 .
RECRUITMENT WELLBEING ~ AGENCY RISKCULTURE ~ LOCAL  INNOVATION APSVALUES CURRENT JOB
AND QUESTIONS - AND THE CODE
RETENTION FINANCE OF CONDUCT

Recruitment and retention was the lowest scoring area for the SDO, with little change from last year’s result. Employees have indicated a strong desire for
greater agility and mobility. The development of position descriptions includes a systematic process of cross-skilling throughout the SDO. This program of
cross-skilling will roll out in 2018-19 and will include options for internal mobility to build the skills that will support life-long career mobility.

ISDO & Finance MW APS

70 . et 2018-19 Areas for Action
60 50 52 The census results indicate that access to
50 43 o 45 mobility is stalling the SDO’s cultural evolution.
40 31 32 The Executive are committed to building the
30 ability of staff to access mobility options
20 I need a
10 | need a broader
0 ' ) ) ) ) ] change CcVv
My agency provides My immediate supervisor My agency provides
opportunities for mobility actively supports oppartunities for mobility
outside my agency (e.g. opportunities for mobility  withinmy agency (e.g.
secondments and temrBﬁQFtﬂaLQirf

temporary transfers)
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Short commentary on progress in Culture over 2017-18.
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Short commentary on progress in Culture over 2017-18.

Classification Pyramid

-30 -20 -10 0 10 20 30
SES1 1 '
EL2 4 $DO
Staff who stay longest o
APSE
APS5 |
APS4
APS3 T
APS2  APSC Optimal Management 1
APS1 Structure - Example ,
-30 -20 -10 0 10 20 30
The pace of change is increasing with no
end point in sight.
Life-long learning, resilience and career
mobility will form the foundation of the
workforce of the future
Skills

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

= Pursue your passion

= Leverage uniquely human

skills
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Number of staff under supervision

FTE
16 -
APSC Optimal Management Structure
12 Benchmark for supervisors
EL2
8
4 1 EL1
0
N T WUVOMNMNOONDO AN T YD NmniTv
T3 YRR R R B 7 E
M Mm mmMmMTMMSMMM®MMOMoWM MW W OA|[alolalo
a oo caocaocannaaanljann
2016-17 2017-18
Cloud Computing
Automation

User centred design
Data analytics and insight
Artificial Intelligence

Lifelong
Learning

New models of organisational
structure, leadership,

culture.. .

Redesign work for technology
and leaming

FTE

16

12
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Short commentary on progress in Culture over 2017-18.
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