











10. Custom items

10.1 Health and safety being a top priority when | 10.2 My direct supervisor demonstrates the

am performing my job responsibilities organisational values

10.3 My direct supervisor showing interest in 10.4 The organisation has a clear set of values
health and safety of the employees in my that guide our behaviour
area

Your average raw score compared to Insync’s benchmark database.
Legend: Bottom decile - Bottom quartile # 2nd and 3rd quartiles | # Top quartile Top decile * Engagement driver
- No benchmark available
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10.5 Being satisfied with the goods and services 10.6 Council is symapthetic to my circumstances
provided to me by other work groups / teams outside of work
/ gangs in Council

Your average raw score compared to Insync’s benchmark database.
Legend: Bottom decile - Bottom quartile # 2nd and 3rd quartiles | # Top quartile Top decile * Engagement driver
- No benchmark available
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Pages 1187 through 1240 redacted for the following reasons:



Development of the Performance and
Engagement Survey

This section of the report explains the work undertaken to develop the Performance and Engagement
Survey (PES).

The origins of the Survey

The Performance and Engagement Survey (the “Survey”) combines two approaches to measuring
employee attitudes.

The Employee Opinion Survey

The majority of the survey questions are taken from the Employee Opinion Survey, which was developed
in the 1990s and owes a great deal to the Australian Quality Council and the Quality movement
generally. Its best practice categories are well aligned with all the global models of performance
including those now owned by The European Society for Quality Research, SAl Global and those of the
National Institute of Standards and Technology.

The Employee Opinion Survey is a bi-variate survey, meaning that staff respond to each workplace issue
on two scales: how important the issue is to them, and how the organisation is performing. "Importance"
can be thought of as what employees expect, and "performance" is the reality they perceive. Thus, the
bivariate methodology allows the gap between expectations and reality to be calculated.

Since 2010 over 80% of users of the Employee Opinion Survey have been local governments from
around Australia. For this reason, new clients place great value on the ability to benchmark their results
against others in their industry.

For users of best practice frameworks, the categories and the Weighted Performance Index give a useful
scorecard of the organisation's performance as perceived by employees.

The Employee Engagement framework

The Employee Engagement Survey is based on Insync’s model of employee engagement which is
inspired by a combination of insights from both theoretical and empirical research in the organisational
psychology and management literature. This research is incorporated into a framework that measures
the emotional, cognitive and behavioural aspects of engagement. The framework is supported by a
detailed white paper. For the white paper or a complete list of the literature used, please contact your
Insync project manager or email research@insyncsurveys.com.au.

Insync’s model encompasses 10 items that measure the level of employee engagement and 11 items
which measure performance in areas that have been shown to drive engagement levels.

There are three components in the engagement model:

m Heart - employees are emotionally invested in the organisation. They are satisfied, committed
and proud.

= Head - employees think positive things about the organisation. They are enthusiastic and
embrace challenges.

» Hand - employees translate their positive thoughts and feelings into action. They go above and
beyond the call of duty and share willingly with their colleagues.

These three components are positively correlated. This means that an engaged employee should
possess an emotional commitment to the organisation (the Heart), enthusiasm for work (the Head) and
engage in positive discretionary behaviour (the Hand) for the benefit of the organisation.

By assessing the level of employee engagement and what's driving engagement, the Survey can identify
what kind of issues are potentially acting as barriers to achieving an organisation’s engagement goals,
where those problems are and what actions can be taken.
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Finding what drives engagement

A correlation analysis was undertaken to examine the relationships between all the engagement items
and a range of other items in Insync’s item libraries. From this, 20 items were chosen which had the
highest correlations with the individual engagement items and the employee engagement factor mean.
A multiple analysis of regression was undertaken to determine how well these 20 items predicted
variance in the 10 engagement items.

Using the backward method, a significant model emerged and ten items were found to significantly
positively predict employee engagement. These are the ten engagement drivers identified earlier in this
report. Means on these ten items account for 74% of the variance in engagement means. An
improvement in means on these ten questions will result in a corresponding improvement in
engagement means.

Weighted Performance Index (WPI)

Some observers may note that the Performance Index found throughout this report is not a
mathematical average of the high performance categories above it. This is because the categories have
been weighted according to their influence on performance. Weightings are commonly used in quality
assessment frameworks around the world. The weightings in this survey are broadly representative of
these weightings but have also taken into account the extent to which employee perceptions are well
informed.

The categories have been weighted as follows:

m |eadership and Innovation: 18%

m Strategy and Planning Processes: 10%

® Data, Information and Knowledge: 10%
m People: 16%

m Customer and Market Focus: 15%

m Processes, Products and Services: 16%
m Business Results: 15%

Benchmarks used

Since the Survey takes items from two of Insync’s other products, two benchmarks have been used to
provide a picture of your organisation's relative performance.

The performance items have been compared to a benchmark consisting of present and past users of
the Employee Opinion Survey and this Survey. This database consists of local governments and other
public sector agencies.

Your results on the engagement items and engagement drivers have been compared to present and
past users of the Alignment and Engagement Survey, the Employee Engagement Survey and this Survey.
This database is flexible, and your Insync project manager may have selected an alternate database.
However, in the normal course of events the benchmark will consist of local government and other
public sector organisations.
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Considerations for interpreting this Report

This Report reflects the responses of the employees to the Survey items and questions referred to in
Section 1.2.

As the Survey services were limited to the scope set out herein, this Report only provides a perspective
of the perceptions of the employees in relation to the effectiveness of your organisation. This Report
does not provide the extra insights that would be gained by a full organisational review, focus group
sessions and other interviews with employees or by a review of appropriate documentation.

It has been assumed that each employee completed the Survey in good faith. Our survey services did
not extend to taking steps to verify that the responses of each employee were a true and proper
reflection of their views in relation to each Survey item or question.

This Report sets out the responses of the employees who completed the Survey in April 2018. It reflects
views they expressed in relation to the matters covered by the Survey during the period leading up to the
date of the completion of the Survey. As views and circumstance change over time, this Report does not
purport to predict the future state of your organisation.

Results are displayed as the percentage of respondents who scored items either as a six or a seven on
the seven point rating scale. This Report does not provide you with information as to:

= the level of ambivalence around an item (i.e. being a four on the seven point rating scale)

= the proportion of respondents expressing slight agreement (i.e. being a five on the seven point
rating scale), or

m if there is a large cluster of responses at the lower end of the seven point rating scale (i.e. being
a one, two or three on the seven point rating scale) unless stated otherwise.

These may be important considerations when determining how to address organisational issues which
may be evident.

Types of reports available

Insync can create a variety of Performance and Engagement reports for different audiences such as:

m HR/OD team
= |ine managers.

Please contact your Insync project manager to discuss your requirements.
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