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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!
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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 focus on how we can use these strengths to drive change in other areas of our

organisation.

Visual boards,

Visual Leadership position descriptions,
SOPs

Innovation to mitigate
risk
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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:

We remain disengaged with our agency, with responses well

ith
Wit your agency below the APS average

Our responses indicate that we all see ourselves as performing to
a higher standard than our teams — this cannot be true for
everyone and may indicate a level of disengagement at the team
level

with your team

Each of us needs to come to terms with the changing nature of
with yourself the workforce, the speed of change and transformation of
workplaces to digital forms of work
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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
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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.

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

We excel as individuals,... but our teams are less than ideal
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required in my job to  improve cur way of  ‘extra mile' at work = my responsibilitiesis workgroup treateach  workgroup complete work strained
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achieve its objectives new ways to improve
IMMEDIATE WORKGROUP PERFORMANCE WELLBEING

the way we work

AGENCY CURRENT JOB INNOVATION
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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 SDO'’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
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New models of organisational
structure, leadership, culture...

Redesign work for technology
and learning
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